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Corporate Social Responsibility (CSR) has in recent years become one of the 
standard business practices for organizations. Thus, this study aimed to empirically 
investigate the effects of CSR perceptions on job performance among logistics 
employees where job satisfaction and organizational commitment play mediating 
roles on the relationship between CSR perceptions and job performance. Social 
exchange theory, social identity theory and organizational justice theory were used to 
explain the relationship between the variables. The respondents of this study were 
among the employees of ten logistics companies listed on Bursa Malaysia operating in 
West Malaysia. Purposive sampling method was used. Total of 810 questionnaires 
were distributed to the respondents. Out of total questionnaire, 432 questionnaires 
were completed and returned with response rate of 53%. Data were analyzed using 
Statistical Package for Social Science (SPSS) and Smart Partial Least Square (Smart-
PLS) software. The findings revealed that CSR perception had a non-significant 
relationship with job performance. Meanwhile, job satisfaction had no significant 
influence on job performance but organizational commitment had a positive and 
significant influence on job performance. Besides, job satisfaction and organizational 
commitment were found to significantly mediate the relationship between CSR 
perceptions and job performance. This study suggests several practical methods for 
managers in logistics companies to implement CSR practices in their organizations to 
enhance employees’ organizational commitment and job satisfaction which, in turn, 
will improve their job performance. Furthermore, the development and 
implementation of CSR strategies can help business organisations to achieve 
competitive advantage, enhance reputation to attract and retain talented employees 
and also improve business opportunities. Hopefully, this study provides a platform to 
widen the scope of studies regarding the relationship between CSR and job 
performance in the logistics field particularly from the perspectives of employees. 
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Sejak kebelakangan ini, Tanggungjawab Sosial Korporat (Corporate Social 
Responsibility atau CSR) telah menjadi satu standard amalan perniagaan organisasi. 
Oleh itu, kajian ini menyelidik secara empirikal kesan persepsi CSR ke atas prestasi 
kerja dalam kalangan pekerja logistik di mana variabel kepuasan kerja serta variabel 
komitmen organisasi berperanan sebagai pengantara ke atas hubungan di antara 
persepsi CSR dengan prestasi kerja. Teori pertukaran sosial, teori identiti sosial dan 
teori keadilan organisasi telah digunakan untuk menerangkan hubungan di antara 
variabel-variabel kajian. Responden kajian adalah dalam kalangan pekerja daripada 
sepuluh buah syarikat logistik yang tersenarai di Bursa Malaysia yang beroperasi di 
Malaysia Barat. Kaedah persampelan bertujuan telah digunakan. Sebanyak 810 
borang soal selidik diedarkan kepada responden. Daripada jumlah tersebut hanya 432 
borang telah dikembalikan, mewakili 53% kadar maklum balas. Data dianalisis 
menggunakan perisian Statistical Package for Social Science (SPSS) dan Smart 
Partial Least Square (Smart-PLS). Dapatan menunjukkan bahawa persepsi CSR 
mempunyai hubungan yang tidak signifikan dengan prestasi kerja. Manakala, 
kepuasan kerja mempunyai kesan yang lemah dan tidak signifikan terhadap prestasi 
kerja. Namun, komitmen organisasi mempunyai kesan positif yang signifikan 
terhadap prestasi kerja. Selain itu, kepuasan kerja dan komitmen organisasi didapati 
berperanan sebagai pengantara ke atas hubungan di antara persepsi CSR dan prestasi 
kerja. Kajian juga mencadangkan beberapa kaedah praktikal kepada pengurus syarikat 
logistik untuk melaksanakan amalan CSR dalam organisasi mereka. Ini bertujuan 
meningkatkan komitmen organisasi dan kepuasan kerja pekerja yang seterusnya akan 
meningkatkan prestasi kerja mereka. Selain itu, strategi perancangan dan pelaksanaan 
program CSR dapat membantu organisasi perniagaan untuk mencapai kelebihan daya 
saing, meningkatkan reputasi syarikat untuk menarik dan mengekalkan pekerja yang 
berbakat serta meningkatkan peluang perniagaan. Adalah diharapkan kajian dapat 
menyediakan landasan untuk memperluas skop kajian mengenai hubungan di antara 
CSR dan prestasi kerja dalam bidang logistik terutamanya daripada perspektif pekerja. 
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1.1  Background of the study 
Corporate Social Responsibility (CSR) has become the most prominent issue among 
business organisations and has received increasing attention from scholars and 
practitioner in recent years (Sontaite-Petkeviciene, 2015). Many companies are facing 
strong demand from their employees to implement CSR initiatives as it influences the 
corporate decisions throughout the organisation and become a serious element of 
competition. CSR is “the continuing commitment by business to behave ethically and 
contribute to economic development while improving the quality of life of the workforce 
and their families as well as of the local community and society at large” (World 
Business Council for Sustainable Development, 2002). CSR is viewed as a form of 
corporate investment, basically to improve the social welfare and to strengthen the 
relationship with stakeholders (Barnett, 2007). A company can be forced to adopt socially 
responsible behaviour when its employees act as an agent for social change (Aguilera, 
Rupp, Williams and Ganapathi, 2007). Moreover, programs through formal education 
and media that emphasize the importance of CSR activities create more awareness 
amongst employees to demand firm to be socially responsible (Hung, Bala and Lee, 
2010). Employees are the ones who directly perceive and evaluate their organisation’s 
CSR initiatives (Alicia, 2012) and their CSR perceptions make them to identify 
themselves with the organisation and feel sense of satisfaction which leads to superior 





organisational commitment when they perceive their company is socially responsible 
(Brammer, Millington and Rayton, 2007; Peterson, 2004). Employees’ perception can be 
considered as an important driving force that influences their attitudes (shin et al., 2016) 
because employees have more information about the organization’s CSR activities and 
also they can evaluate the CSR implementation based on the company’s historical and 
cultural context (as cited in Lee and Seo (2017)).  
 
Actually, CSR perceptions may affect employees’ job performance indirectly via 
intervening variables whereby when employees perceive organization’s CSR activities, 
the perceptions will affect their work attitudes, which in turn will affect their job 
performance (shin et al., 2016). In fact, employees’ job performance is an important 
factor determining a company performance, whereas the highly performing employees 
help the organisation to achieve its strategic goals and gain sustainable competitive 
advantage in a rapidly changing business environment (Lado and Wilson, 1994; Dessler, 
2011). However research regarding the effect of CSR perceptions on job performance has 
received little attention and only a very few studies discusses how CSR activities affects 
employees job performance (Bauman and Skitka, 2012). In addition, topic about CSR 
and employees are less common (Closon, Leys and Hellemans, 2015) and remains under-
researched Glavas and Godwin, 2013; Bauman and Skitka, 2012). However, a few 
studies have attempted to examine whether employees’ CSR perceptions influence their 
job performance (Jones, 2010; Carmeli, Gilat, Waldman, 2007), but findings of the 
studies have not provided clear evidence regarding the relationship between CSR 





It is believed that organizations’ CSR activities could elicit employee responses to work 
and thus more attention should be paid on this topic to understand the effects of CSR on 
employees’ behaviors (Valentine and Fleischman 2008; Glavas and Godwin, 2013). 
Moreover it is important to identify the mediating variables that could account for the 
underlying processes through which CSR perceptions is able to be related to job 
performance (Aguinis and Glavas, 2012). It was confirmed that without mediating 
variables it is difficult to understand the relationship between CSR perceptions and job 
performance (Shin et al., 2016). Job satisfaction and organizational commitment are 
among the variables that frequently associated with job performance (Hogan, Lambert, 
Jenkins and Wambold, 2006). Hence the present study concentrates on how CSR 
perceptions would be related to job performance via the mediating variables of job 
satisfaction and organizational commitment of logistics employees in Malaysia.  
 
The importance of the logistics industry to the Malaysian economy can be seen from its 
contribution to the GDP. It was reported that the Malaysia logistics industry contribute 
3.6% of total GDP in 2016 and expected to rise to 4.3% by 2020 (Hamid, 2016). Success 
of the logistics operators usually depends on the performance of its human capital (Chang, 
2015). Despite the remarkable achievement, the logistics firms are still facing pressure 
from public and government organisations to reduce the social and environmental 
impacts associated with their logistics activities (McKinnon, 2010). There are three main 
logistics activities that associated with social impacts such as purchasing, transportation 
and warehousing (Carter and Jennings, 2002b). Purchasing from minority suppliers, 





operate in unsafe working environment are considered as social impact of purchasing 
management. Meanwhile, the social impacts resulting from transportation activities 
consist of the non-utilization of minority carriers, discrimination in employment like 
hiring and promoting employees, no rest driving hours for drivers and inadequate salary 
payment. Similarly social impacts of warehousing management include of unequal hiring 
and promoting staffs, seldom dealing with employees’ family issues, not providing 
proper employee training programs that teach them how to handle equipment safely and 
not providing employees with necessary personal protective equipment such as gloves, 
safety helmets and safety shoes (Tong and Moussa, 2012).  
 
In fact employees also need to know how logistics firms addressing the CSR issues 
resulting from their activities. An organisation’s CSR activities can affect its employees’ 
attitudes (Peterson, 2004; Rupp, Ganapathi, Aguilera and Williams, 2006) because if the 
employees perceive that their company is socially responsible they will show positive 
work attitudes and more productive. Conversely, if employees get to know that their 
organisation is involved in irresponsible actions such as violation of human rights, 
damaging the environment, unfair treatment of employees, discrimination in the work 
place, providing false to customers, fraud of any kind, price fixing strategies and cheating 
business partners (Popa and Salanta, 2014) they will show negative work attitude (Rupp 
et al., 2006). In other words, CSR can contribute to increasing employees’ loyalty, 
motivation and commitment to work (Schiebel and Pochtrager, 2003) which eventually 





In line with this, recently CSR is considered as an important phenomenon of organisation 
that leads to further research (Robertson and Barling, 2013). Most past CSR researches 
mainly focused on the macro level that is at organisational level (Aguinis and Glavas, 
2012) and examined how CSR activities contribute to the business outcomes but only few 
discussed from the perspective of employees and how they feel towards the CSR acts 
(Ellis, 2009; Rupp et al.,  2007). For example, only 4% of CSR related articles that 
published in the journals of management and psychology have examined the effects of 
CSR at the individual level (Aguinis and Glavas, 2012; Story and Neves, 2015). In fact 
most of these studies focused on CSR perceptions of potential employees and their 
reaction to CSR programs. However, studies that explain the relationship between CSR 
perceptions and employees’ job performance in Malaysia have not been given much 
attention.  
 
Previous CSR studies in Malaysia are mainly discussed the CSR disclosure of Malaysian 
companies (Mehran and Azlan, 2009; Mustaruddin, Norhayah and Rusnah, 2010; Nor, 
Mustaffa and Norashfah 2011; Elinda and Nazli Anum, 2012). Some studies investigate 
the link between CSR and corporate financial performance of Malaysian public listed 
companies Mustaruddin et al. (2010) and few explore CSR from the perspective of SMEs 
in Malaysia (Mehran, and Azlan, 2009). Meanwhile Asyraf (2008), Chamhuri and 
Hossain (2009) relate CSR with Islamic concept. They compare the relation between the 
Islamic concepts with the opinion of Malaysian managers regarding CSR. They believe 
that, since Islam is a complete code of life, the Islamic values and principles may serve as 





On the other hand, researchers like Zabid and Saadiatul (2002) examine the Malaysian 
managers’ attitudes and commitment towards CSR activities. Wong and Jamilah (2010) 
examine how the stakeholders’ relationship is incorporated in CSR approach. In short, 
most of the previous CSR researches in Malaysia are mainly focused on the CSR 
disclosure or the drivers of CSR development. Thus to address the research gap, the 
present study focuses on the relationship between employees’ CSR perceptions and job 
performance in listed logistics companies in Malaysia because logistics companies have 
hardly been examined in terms of CSR. Nevertheless, recently a study by Turon (2016) 
serves only to discuss the good CSR related labour practices in the context of logistics 
companies in Poland, not to explain the effect of such CSR practices on employee 
attitudes. 
 
Apart from that, a survey reveals that majority of Malaysian Public listed companies not 
only have limited CSR knowledge and awareness but they failed to adopt global best 
CSR practices (Homayoun, Abdul Rahman, Johansson and Malmstrom, 2012). However 
many Malaysian companies are indirectly forced to imitate the CSR practices from their 
foreign counterparts in order to attract more foreign funds and to sustain in a highly 
competitive market (Azlan and Siti, 2009; Saleh, Zulkifli and Muhamad, 2010). On the 
other hand, employees feel proud to work for a socially responsible organisation (Brown 
and Dacin, 1997; Turban and Greening, 1996) and company that engage in CSR actions 
tend to achieve public reputation (Fombrun and Shanley, 1990). The Reputation for a 
socially responsible company is an important aspect to attract and retain employees. 





countries including Malaysia, 7% of the respondents would not want to work in the 
transportation and logistics industry due to its poor image, low pay scale and unpleasant 
working conditions. Furthermore, 56% of the respondents would consider leaving an 
employer if the company’s CSR values to be lacking (Ruske, Kauschke, Reuter, 
Montgomery, Von der Gracht, Schuckmann and Mauksch, 2012). Since logistics 
companies are suffer from the industry’s negative image, they may use CSR efforts to 
build their reputation and make their companies great place to work (Ruske et al., 2012). 
In fact, more than half of logistics employees expect strong CSR initiatives from their 
organization due to the work-related psychological problems which cause negative 
impact on their personal and professional lives (Yener, Oskaybaş and Dursun, 2014). As 
a service provider, mostly logistics employees are required to work for long hours and 
have a heavy workload.  
 
Although many studies discuss the operational aspect of logistics industry, studies 
regarding employees’ psychological status and their satisfaction level are very limited 
and seem to be neglected (Yener et al., 2014). Thus, further research is needed to close 
the gap and therefore the present study clarifies the relationship between CSR perceptions 
and job performance via mediating variables that affect job performance. This study also 
suggests organizational commitment and job satisfaction as mediating variables in 
bridging the link between CSR perceptions and job performance particularly in 







1.2  Problem Statement 
Since the beginning of the new millennium CSR has become a central management issue 
among business organisations across the world. CSR concept requires business 
organisations to be responsible for the social and environmental impacts arising from 
their business activities. In line with this, many multinational corporations, in western 
and eastern countries have started to implement CSR activities in their business 
organisations. However CSR practices in Malaysian companies still lag behind 
international best practice in terms of approach and disclosure (Chambers, Chapple, 
Sullivan and Moon, 2003; Teoh and Thong, 1984; Andrew, Gul, Guthrie and Teoh, 1989). 
In addition, education level, awareness and influence of local cultures have also been 
identified as contributing factors for the implementation and adoption of CSR strategy 
(Shimoni, 2011). A company that being socially responsible both externally and 
internally creates work environment that encourages employees to attach with the 
company (Aguilera et al., 2007). When the employees feel such a connection to their 
organisation, they are less likely to voluntarily leave the organisation. In other words, 
employees’ perceptions towards their company’s CSR actions can influence important 
work outcomes such as absenteeism and turnover (Aguilera et al., 2007).  
 
Nowadays many organisations begin to worry about high employee turnover and 
absenteeism and face challenges of controlling these problems. Actually absenteeism and 
turnover intention are determined by job satisfaction and organisational commitment 
(Dailey and Kirk, 1992). With regard to this issue, Malaysia recorded employee turnover 





to lack of growth opportunities within the organisation and looking for better 
employment opportunities (Azlan, Abdul Razak and Wirda, 2013). In addition, logistics 
companies should understand that remuneration systems, organisational culture, 
development programs and reasonable workload expectations are the main factors that 
need to be considered for retaining employees (Burnson, 2011). Hence business 
organisations should first understand that fulfilling employees’ expectations about CSR, 
can lead to better work attitudes, greater productivity and lower employee turnover rate 
(Trevino and Nelson, 2004).  
 
Notwithstanding this, Jobs Central Malaysia conducted a work happiness survey that 
involved 3,194 working citizens in Klang Valley in 2012 to measure how happy 
employees are in Malaysia (Disqus, 2016). The survey indicates that government 
employees in Malaysia are happier and satisfied with their job than the private sector 
employees. Among the interrelated factors that cause unhappiness at work among 
Malaysian employees are unattractive remuneration packages, lack of recognition, poor 
work-life balance and limited room for progression (Disqus, 2016). Besides that,  similar 
survey conducted by Kelly Services Malaysia which involved 230,000 people across 31 
countries in the America, Europe and Asia Pacific regions, reveals that Malaysian 
employees feel that a better work environment, work-life balance, flexible work 
schedules and learning new skills are more important than a higher salary (Cheah and 
Naidu, 2015). On the other hand, based on a job satisfaction survey conducted by 
JobStreet.com in 2015, 74% of 631 respondents in Malaysia are unhappy with their 





influences job satisfaction (Digital News Asia, 2015, May). Meanwhile, logistics 
employees are the unhappiest at the average index of 58.1 after index of employees 
working in merchandising/purchasing department at 55.8 (Digital News Asia, 2015, 
May). In line with this, the Global Wage Report (2010/2011) reveals that the 
transportation and logistics companies all over the world pay lower wages than 
companies in other industries (Ruske et al., 2012). In fact job seekers in Malaysian are 
not interested in logistics jobs due to poor perception of the industry and thus, the 
logistics industry is failing to attract the talented employees (Muhamad Zani, 2009; Mohd 
Kassim, Durairaj and Oyyan, 2010). However, Ponnu and Chuah, (2010) reveal that, 
Malaysian employees are more committed to their work and organisation when they 
perceive their organisations establish policies and procedures that promote fair treatment 
in the workplace. Socially responsible companies are usually helps employees to develop 
and realize their potential by establishing fair wages, providing them a healthy and safe 
work environment and a climate of respect (Palazzi and Starcher, 2006). 
 
Although the CSR concept has received growing attention from scholars, their studies 
mainly focused on the impact of CSR on stakeholders outside the corporation such as 
investors (Graves and Waddock, 1994), potential employees (Turban and Greening 1996; 
Albinger and freeman 2000; Coldwell, Billsbery, Meurs and Marsh, 2008) and customers 
(Martens and Akridge, 2006). Nevertheless, the scholars have neglected the internal 
employees as a unit of analysis (Aguilera et al., 2007; Aguinis and Glavas, 2012) and 
only a very few studies have focused on employees at individual level (Maignan and 





Valentine and Fleishman, 2008; Bauman and Skitka, 2012; Rupp, Shao,Thornton and 
Skarlicki, 2013; Morgeson, Aguinis, Waldman and Siegel, 2013; De Roeck, 
Stinglhamber and Swaen, 2014; Yu and Choi. 2014). However these studies did not 
explain the employees’ attitudes toward their oganisations’ CSR activities (Schneider, 
Oppenheimer, Zollo and Huy, 2004; Trevino, Weaver and Reynolds, 2006) and some of 
these studies linked corporate social behaviour with leadership (Swanson, 2008; 
Waldman, Siegel and Javidan, 2006; Waldman and Siegel, 2008). Although some studies 
have explicitly included employees as a level of analysis, only a few have investigated 
the effects of CSR perceptions on employees’ job performance (Gond, El-Akremi, 
Igalens, and Swaen, 2010;  Aguinis and Glavas, 2012; Rupp et al., 2013; Morgeson et al., 
2013; De Roeck et al., 2014). Furthermore, previous CSR related studies have tended to 
neglect how employees perceive the CSR activities of their company and their reactions 
or how the CSR perceptions affect their attitudes and behaviours (Rizwana, Atif and 
Farooq, 2012).  
 
Nevertheless, CSR perceptions would affect employees’ job attitudes which in turn 
would affect their job performance (Aguinis and Glavas, 2012). It is believed that CSR 
perceptions may also affect employees’ job performance via job satisfaction and 
organizational commitment. However most of the past studies except (Ali, Rehman, Ali, 
Yousaf and Zia, 2010, Zheng, 2010) viewed job satisfaction and organisational 
commitment as dependent variables rather than mediating variables (Riordan, Gatewood 
and Bill, 1997; Valentine and Fleischman, 2008). Without mediating variables it is 





(Shin et al., 2016). In addition, the effect of employees’ CSR perceptions on their job 
performance has received little attention so far and has not been sufficiently studied. The 
topic also often been neglected in previous studies (Aguinis and Glavas, 2012; Rupp and 
Mallory, 2015) and remained understudied (Bauman and Skitka, 2012; Glavas and 
Godwin, 2013). Above all, the topic that related to employee attitudes towards CSR 
practices particularly in the context of logistics field has not been properly investigated 
(Lee and Seo, 2017). Although both the practitioners and the academicians are 
increasingly aware of the importance of logistics in Malaysia, only a very limited 
research is being conducted  in this industry and the logistics field  is still remains under 
researched (Ali et al., 2008; Nadarajah, 2015). Moreover, there is still a lack of research 
on employee job performance in the context of logistics companies because most 
logistics articles that related to CSR are focusing on environmental themes because 
environmental problems become increasingly important aspects of CSR (Kovács, 2008; 
Seuring and Müller, 2008; Piecyk and McKinnon, 2010; McKinnon and Piecyk, 2012; 
Bjorklund and Forslund, 2013a; Cantor, Morrow, McElroy and Motabon, 2013; Lirn, Wu 
and Chen, 2013; Winter and Knemeyer, 2013).  
 
Meanwhile, following the introduction of worldwide recognized ISO 14000 standard 
(Hasan and Chan, 2014) environmental aspects become an integral part of the logistics 
business in Malaysia (Pisvaee, Torabi and Razmi, 2012; Abdulaziz, Cheng, Tahar and 
Varma, 2015). The logistics companies are more concern about green practice adoption 
to protect environment and to ensure sustainability of the logistics industry. Hence, many 





logistics practices which associated with climate change, air pollution, noise and other 
environmental features (McKinnon, 2010). Hence to fill the research gap identified above, 
the present study examines how CSR perceptions are related to employees’ job 
performance by considering mediating variables of job satisfaction and organizational 
commitment in the context of logistics companies particularly in west Malaysia.  
 
1.3  Research Questions 
This study examines the mediating effects of job satisfaction and organisational 
commitment on the relationship between employees’ CSR perception and job 
performance by addressing the following questions: 
 
i) Is there a significant relationship between employees’ CSR perceptions and 
employees’ job performance in listed logistics companies in West Malaysia? 
 
ii) Is there a significant relationship between employees’ CSR perceptions and 
employees’ job satisfaction in listed logistics companies in West Malaysia? 
 
iii) Is there a significant relationship between employees’ CSR perceptions and 
employees’ organisational commitment in listed logistics companies in West 
Malaysia? 
 
iv) Is there a significant relationship between job satisfaction and employees’ job 





v) Is there a significant relationship between employees’ organisational commitment 
and employees’ job performance in listed logistics companies in West Malaysia? 
 
vi) Does employees’ job satisfaction mediate the relationship between employees’ 
CSR perception and job performance in listed logistics companies in West 
Malaysia?  
 
vii) Does employees’ organisational commitment mediate the relationship between 
employees’ CSR perception and job performance in listed logistics companies in 
West Malaysia?  
 
1.4  Research Objectives 
According to Rupp, Baldwin and Bashshur (2006), CSR is currently an under-
investigated construct in organisational behaviour (OB) and Human Resource 
Management (HRM) research. Therefore, this study provides a holistic framework for the 
relationship between employees’ CSR perception, organisational commitment, job 
satisfaction and job performance to enrich the research on CSR in the OB/HRM literature. 
Thus, this study addresses the following seven research objectives from the perspective 
of Malaysian logistics employees: 
 
i) Examine the significant relationship between employees’ CSR perceptions and 






ii) Examine the significant relationship between employees’ CSR perceptions and 
employees’ job satisfaction in listed logistics companies in West Malaysia. 
 
iii) Examine the significant relationship between employees’ CSR perceptions and 
employees’ organisational commitment in listed logistics companies in West 
Malaysia. 
 
iv) Examine the significant relationship between job satisfaction and employees’ job 
performance in listed logistics companies in West Malaysia. 
 
v) Examine the significant relationship between employees’ organisational 
commitment and employees’ job performance in listed logistics companies in 
West Malaysia. 
 
vi) Examine the mediating effect of job satisfaction on the relationship between 
employees’ CSR perceptions and job performance in listed logistics companies in 
West Malaysia.  
 
vii) Examine the mediating effect of organisational commitment on the relationship    
between employees’ CSR perceptions and job performance in listed logistics   







1.5  Scope of the Study 
This study concerns the CSR perceptions of employees in the context of logistics 
companies in Malaysia. Logistics employees often have a busy and stressful relationship 
with clients and they have to interact with different types of individuals every day 
(Yaslioglu, Karagulle and Baran, 2013). Furthermore, logistics companies are often 
linked to issues related to violation of human rights, wicked pay, working conditions 
(Garncarz, 2015), violation of environmental regulations, fair trade, labor disputes and 
civil rights issues (Handfield, Sroufe and Walton, 2005). When such a situation arises, 
CSR as perceived by an employee can affect the employees’ sense of belonging to the 
organization. CSR can explain employees’ behavior when they perceived the reason of 
why their organization invests in CSR (Aguinis and Glavas, 2012; Story and Neves, 
2015). Moreover recent studies have provided evidence to support the indirect effect of 
CSR on individual job performance and extra-role behavior (Shin et al., 2016). The 
studies also suggested scholars to pay more attention to CSR research from an employee 
perspective (Shen, and Benson, 2016; Bauman and Skitka, 2012). However the effect of 
CSR perceptions on job performance particularly from the perspective of Malaysia 
logistics employees has not been investigated previously. To address this gap, the current 
study focuses on the effect of CSR perceptions on job performance and discusses how 
CSR perceptions affect employees’ job performance via job satisfaction and 
organizational commitment in logistics companies in west Malaysia. Therefore, the 
participants for this study are selected from ten listed logistics companies that practicing 






1.6  Significance of the Study 
Research regarding employees CSR perceptions and job performance is still limited in 
Malaysia. Nonetheless, most of the existing journal articles on job performance are found 
to be associated with work related variables. For example, June and Mahmood (2011) 
relate job performance with role ambiguity among Malaysian SMEs’ employees while 
Yiing and Ahmad (2009) analyzed the moderating effects of organisational culture on 
leadership behaviour, organisational commitment, job satisfaction and performance. In 
addition, Ismail, Mamat and Cheam (2013) examine the level of innovativeness, job 
satisfaction and job performance of academicians in public universities in Malaysia. 
However, the findings of these studies are only applicable to the public sector or other 
organisations that have similar characteristics and may not be generalized to other places 
in Malaysia due to limited sampling (Yiing and Ahmad, 2009; Ismail et al., 2013).  
 
Normally, employees’ CSR perceptions would affect their job attitudes which in turn 
would influence their job performance (Aguinis and Glavas, 2012). Most previous studies 
related to CSR perceptions and employee attitudes that focused on job satisfaction 
(Valentine and Fleischman, 2008; Tziner et al., 2011 and You et al., 2013) and 
organizational commitment (Ali et al., 2010; Maignan and Ferrell 2001; Peterson, 2004; 
Brammer, Millington and Rayton, 2007; Turker, 2009; Ebeid, 2010; Zheng 2010; You et 
al., 2013), except (Ali et al., 2010, Zheng, 2010) viewed job satisfaction and 
organisational commitment as dependent variables rather than mediating variables 
(Riordan, Gatewood and Bill, 1997; Valentine and Fleischman, 2008). In other words, 





Patrícia, 2011). To close this gap, the current study explores job satisfaction and 
organizational commitment as mediators that could account for the process underlying 
the relation between employees’ CSR perceptions and job performance.  
 
Although many researchers use mediators to explain the relationship between CSR 
perceptions and job performance, none of them except (Shin et al., 2016) has empirically 
tested the relationship between these variables. Shin et al., (2016) confirmed that without 
mediating variables it is difficult to understand the relationship between CSR perceptions 
and job performance. Hence the present study contributes to the literature by considering 
job satisfaction and organisational commitment as mediating variables to explain the 
relationship between CSR perceptions and job performance of logistics employees. 
 
This study also contributes to the literature by selecting logistics employee as a target in 
examining employees' perceptions toward their company’s CSR activities. Employees are 
considered as a stakeholder group who may evaluate and react to their organisations’ 
CSR activities based on their perceptions (Wood and Jones, 1995; Rowley and Berman, 
2000; Rupp et al., 2006). Business organisations will be more successful when they build 
good relationship with their stakeholders (Lindgreen and Swaen, 2010), However, most 
of the past studies focused more on external stakeholders and organisational performance 
rather than focusing on the impact of CSR practices on internal stakeholders especially 
on employees performance (Hansen, Dunford, Boss, Boss and Angermeier, 2011). Thus, 
by investigating the effect of CSR perceptions from the employee perspective, the current 





significantly be useful to students, educators and academic researchers to address the 
neglected but important CSR aspects from the perspective of employees and employers 
particularly in Malaysian logistics companies.  
 
Moreover, this study enables the logistics managers to understand their role to address the 
global socioeconomic challenges by designing effective CSR policies and programs in 
their business organisation. The topics highlighted in this study may help logistics 
practitioner to understand their role in taking responsibilities for the impact of their 
activities on employees, environment, consumers, communities and stockholders. This 
study also may guide an organisation to make necessary improvements in current CSR 
initiatives on employees’ well-being particularly to create strong company image and to 
attract and retain employees. In addition, this study widens the scope of previous CSR 
studies by extending it to the context of a developing nation particularly Malaysia. In 
addition to that, there are very few studies that so far have looked at mediating effects 
of job satisfaction and organisational on the relationship between CSR perceptions and 
job performance particularly on the scope of logistics companies. Thus, this study makes 
a significant contribution towards understanding the relationship between CSR 










1.7  Definition of Key Terms 
Corporate Social Responsibility  
Corporate Social Responsibility (CSR) refers to the actions taken by business 
organisations to integrate economic, environmental and social concerns in business 
operations and in their interaction with stakeholders on a voluntary basis (Commission of 
European Communities, 2006). CSR can be classified into four different categories of 
social responsibility such as economical (to be profitable), legal (to obey the law), ethical 
(to be ethical) and philanthropic (to be a good corporate citizen) (Carroll, 1991). 
 
Employees 
Employees can be defined as an individual who works part-time or full-time under the 
employment contract which clearly states the rights and duties of the employee 
(www.businessdictionary.com). As an employee his/her job performance can directly 
affects the company’s profit (Leana and Van Buren III, 1999). 
  
Employee CSR perceptions   
Perception can be recognized as an important variable that influences individual behavior 
(Shin, Hur and Kang, 2016). Employees’ CSR perceptions can be explained as the degree 
to which employees perceive their organization’s CSR policies and practices (Choi and 
Yu, 2014) and tend to behave according to their perceptions of the CSR activities 








Job satisfaction can be defined as pleasurable or positive emotional state resulting from 
the employees’ perception towards their job experience (Locke and Lathan, 1990). 
 
Organisational commitment 
Organisational commitment is a psychological state whereby employees bind with their 
organisation and willing to accept the organisation’s goals and values as a result of desire 
need and obligation (Miller, 2003 and Meyer and Allen, 1991). 
 
Job performance 
Job performance refers to an employees’ contribution to organisational effectiveness 




Logistics can be defined as a part of supply chain process that plans, implements and 
controls the flow and storage of goods, services and information from point of origin to 










1.8  Organisation of the Thesis 
The study comprised five chapters namely introduction, literature review, methodology, 
data analysis and discussion. After introduction, the literature review presented in chapter 
two explains the CSR concept and the relationship between dependent and independent 
variables. This chapter also presents the research framework and hypotheses including 
underpinning theories. Research design is outlined in chapter three. Data analysis is 
presented in chapter four while the summary of the analysis, theoretical and managerial 
implications, limitations and suggestions for future research and the concluding remarks 































LITERATURE REVIEW  
 
2.1  Literature Review  
In this chapter the literature is limited to CSR researches that relates to job satisfaction 
and organisational commitment and their relationship with CSR perceptions and job 
performance. The following literature review demonstrates a number of individual 
corporate responses to social issues and identifies gap in previous research regarding the 
job satisfaction and organizational commitment on the relationship between employees’ 
CSR perceptions and job performance in logistics companies. Since logistics companies 
are service providers, job performance is essential for determining the ability of 
employees to provide quality service to the customers.  
 
2.1.1  Job performance 
Individual performance is one of the most important variables in work and 
organisational psychology. The performance has always been considered as an 
important element in employee management and it can be defined as function of the 
amount of time and energy that a person contributed to his/her job (Harrison and 
Shaffer, 2005). In short, job performance is a set of behaviour which an employee 
show in relation to his/her job (Rashidpoor, 2000). According to Sarmiento and 
Beale (2007), job performance associated with skills and abilities that an employee 
needed to perform effectively in his or her job. Job performance can also be 





relevant to the goals of their organization (Sony and Mekoth, 2016). Usually grades, 
results, values and achievements are used to explain job performance. Thus, 
employees should be motivated to use their abilities and skills to attain job targets 
and accomplish the standards that their organisation set for a better performance 
(Eysenck, 1998; Mathis and Jackson, 2000; Bohlander, Snell and Sherman, 2001). 
Generally, due to high expectations, organisation tend to monitor their employees’ 
job performance through various activities of performance management (Dessler, 
2011). 
 
Theory of job performance explained that employees’ job performance consists of 
task (in-role) performance and contextual (extra-role) performance (Motowidlo and 
Van Scotter, 1994; Conway, 1999). Task performance is each person’s 
responsibilities that related directly to many things that the person supposed to do to 
contribute to the organisation’s ‘technical core’. Meanwhile, contextual performance 
is a function of a person’s skill knowledge to supports the organisational social and 
psychological environment to the survival of the business in the long term (Kwong 
and Cheung, 2003). Contextual performance describes not only employees’ 
behaviours but also making suggestions to increase the efficiency of work processes 
or procedures. Activities that related to task performance are different between jobs 
whereas contextual performance requires employees to perform similar activities 
across jobs (Borman and Motowidlo, 1997; Motowidlo and Schmit, 1999). In other 
words, task performance consists of parts that needed in formal job but the 





sociological and organisational aspects (Matavidlo, 2003). Task performance is 
specifically linked to employees’ ability while contextual performance linked to 
personality and motivation (Borman and Motowidlo, 1997; Motowidlo and Schmit, 
1999). However, many studies have suggested that task performance can be 
considered as an important feature of work behaviours and the term of task 
performance is the best synonym for “overall job performance” (Yang and Hwang, 
2014). Hence, management should know that employees’ job performance can be 
motivated by their perception of fairness towards their organisations. Therefore, 
managers must ensure that all their employees are treated fairly in order to improve 
their contextual and task performance.  
 
Researchers have studied an individual performance in various perspectives such as 
individual differences perspective, situational perspective and performance 
regulation perspective. From an individual differences perspective, differences in 
each individual performance are measured based on the individual characteristics 
like mental ability and personality. Meanwhile, a situational perspective mainly 
focuses on situational factors that influence an individual performance. A 
performance regulation perspective describes the performance as a process 
(Sonnentag and Frese, 2001). Meanwhile, previous studies regarding job 
performance have shown that individual, organisational and environmental related 
factors can influence the employees’ job performance. For example employees’ 
commitment and job satisfaction found to have a significant relationship with 





2009; Al-Ahmadi, 2009). Besides that, studies also found a significant positive effect 
of employees’ self-efficacy, competitiveness and effort on job performance 
(Karatepe, Uludagb, Menevis, Hadzimehmedagic and Baddar, 2006). Similarly 
Psychological climate can also positively affect employees’ job performance 
(D’Amato and Zijlstra, 2008). Moreover, some recent studies have attempted to 
study job performance from different perspectives like linked job performance to 
psychological empowerment (Olcer and Florescu, 2015), intra-organisational social 
capital (Ben Hador, 2016), job redesign (Siengthai and Pila-Ngarm, 2016), budget- 
based incentive compensation (Chong and Law, 2016) and qualitative job insecurity 
and OCB (Callea, Urbini and Chirumbolo, 2016).  
 
However, Ahmad, Shehzad and Zafar (2014) and Newman et al., (2015) linked job 
performance to CSR perceptions. They conducted their study in Pakistan and China 
respectively. The results of Ahmad et al., (2014) showed a weak but significant 
positive relationship between CSR perception and job performance. In contrast, 
Newman et al., (2015) found no link between job performance and CSR perception. 
Interestingly most of these studies conceptualized job performance as a dependent 
variable and seldom studies treated job performance as an independent variable as 
shown in Table 2.1. Although some of these studies provide evidence from Asian 
countries perspectives, they mainly focused only on a particular industry such as 
manufacturing industry (Olcer and Florescu, 2015; Chong and Law, 2016), hotel 
industry and banking industry (Siengthai and Pila-Ngarm, 2016). Thus conducting 





light on how employees’ job performance is related to their CSR perceptions in 
logistics companies.  
 
       Table 2.1  
        







The effects of work overload 
and work-family conflict on 
job embeddedness and job 
Performance. The mediation 





work conflict, job 
embeddedness, job 
performance and 
emotional exhaustion.   
 
 
Emotional exhaustion fully 
mediates the effects of work 
overload, work-family conflict, 
and family-work conflict on job 







et al. (2014) 
 
Impact of CSR perception on 
dimensions of job 
performance with mediating 




CSR perception, job 
performance (job 
efficiency,  job 
effectiveness and job 
quality) and overall 
justice perception  
 
CSR perception has a 
significant positive but weak 
influence on job efficiency, 
job quality and overall job 
performance. Overall justice 
perception mediates overall 








Impact of organizational 
culture on employees’ job 
performance An empirical 




and job performance 
 
 
Organizational culture has a 
significant positive impact 











Mediating effect of job 
satisfaction in the relationship 
between psychological 









impact) and job 
performance. 
 
Job satisfaction fully 
mediated the relationship 
between meaning and job 
performance. Job satisfaction 
partially mediated 
competence, self-








et al., (2015) 
 
The impact of employee 
perceptions of organizational 
corporate social responsibility 
practices on job performance 
and organizational citizenship 
behavior: Evidence from the 




of organizational CSR,  




Employee perceptions of 
CSR practices toward 
employees did not 
significantly influence their 
job performance or OCB. 





          
 
2.1.2  Corporate Social Responsibility Perceptions 
The term of CSR has been the main topic for many scholars over the past two 
decades. Basically, the CSR concept was formalized by Bowen in 1953, followed by 
Heald in 1957 and Davis in 1960 (Lloyd, Heinfeldt and Wolf, 2008) and there are 
many other reviews about the progressive of the theory-building process (Wood, 








The influence of self-esteem 
and role stress on job 




Role stress (role 
ambiguity, role 
conflict, role overload), 
self-esteem and job 
performance. 
 
Role ambiguity and role 
conflict are negatively and 
role overload and self-esteem 
are positively associated with 









The effect of a budget-based 
incentive compensation 
scheme on job performance 
The mediating role of trust-in-









experience and age. 
 
 
High budget-based incentive 
compensation scheme lead to 
higher trust-in supervisor, 
which in turn resulted in 
higher organizational 
commitment and improved 









The mediating role of 
organisational identification in 
the relationship between 
qualitative job insecurity, 










The effect of job insecurity on 
OCB and job performance is fully 
















social capital(IOSC),  
vigor, self-efficacy and 
performance 
 
IOSC and employee 
performance is mediated by 












The interaction effect of job 
redesign and job satisfaction 
on employee performance 
 
 





Job redesign and job 
satisfaction are significantly 
related to employee 
performance. The effect of 
job redesign on employee 
performance is moderated by 
job satisfaction. 
 





2008). CSR is a wider concept that related to a set of philosophical and normative 
elements regarding to the function of business in society (Maignan and Ferrell, 2001). 
However the well-known CSR concept is the CSR pyramid developed by Archie 
Carroll in the early 1990s. The pyramid suggests that CSR comprises of four 
different categories of social responsibility such as economic, legal, ethical and 
philanthropic. The basis of the pyramid is the economic responsibility whereby firms 
are required to generate profits, create job opportunities and produce products that 
consumers need. While the legal responsibilities forced firms to comply with local, 
state, federal and international laws to run their business. Meantime, the ethical 
responsibility indicates that the business organisation meet other social expectations 
that are right, just and fair. Finally, the philanthropic responsibility explains that, 
companies making contribution for charity to improve the quality of life of the 
society and contributing to improve employees’ wellbeing at work (Crane, Matten, 
Spence, 2008).  
 
CSR can also be defined as corporate actions to solve problems that are beyond the 
narrow scope of economic, technical and legal requirements (Aguilera et al., 2007; 
Carroll, 2008). This idea is similar to the definition proposed by McWilliams and 
Siegel (2001), whereby CSR describes the adoption of voluntary and strategic 
management practices without any legal prescriptions to achieve sustainable 
development. Sustainability is an important element of CSR (Blowfield and Murray, 
2008). Unsustainable practices throughout the supply chain have the potential to 
become public issues and can damage the company’s reputation and brand value. For 





price of British Petroleum (Moss Kanter, 2010; Gross, 2010). Hence, environmental 
issues such as global warming, greenhouse gases, consumer health and scarce 
resources are often highly influence the business organisations to consider 
sustainability into their business strategies (Lee, 2010). In other words, each and 
every organisation should have the commitment to ensure that their business 
operations are in a socially, economically and environmentally sustainable manner to 
the benefits of future generation. 
 
Actually, CSR concept is used to explain that, besides making financial and 
economic decisions, business organisations also must have the responsibilities to 
protect the environment, communities, employees, shareholders and interests group 
from the social and environmental consequences resulting from their activities 
(White Paper, 2008-2009). However, Barnett (2007), states that CSR is a form of 
corporate investment basically to improve social welfare and stakeholder relationship. 
The focus on stakeholder relations explains employees as a stakeholder group which 
means that when companies are being forced by its employees to adopt socially 
responsible behavior, the employees can represent as agents for social change 
(Aguilera et al., 2007). Furthermore, employee’s support is very important to secure 
effective CSR initiatives (Ramus and Steger, 2000) because the commitment of 
organisations to adopt CSR programs can affect employees’ perceptions towards the 
CSR actions (Wood and Jones, 1995; Rowley and Berman, 2000; Rupp et al., 2006).  
Actually CSR can enhance not only brand image but also the stakeholders’ 





organisations do with their profits, but how they make them. CSR not only refers to 
philanthropy concept but it goes beyond philanthropy whereby business 
organisations need to know how to manage and addresses their economic, social, and 
environmental impacts that affect their employees, customers and the surrounding 
community (The President and Fellows of Harvard University, 2008; Chamhuri and 
Hossain, 2009). 
 
CSR can be classified into two main dimensions which are internal and external 
dimension (Kok, Wiele, McKenna and Brown, 2001; Neves and Bento, 2005). The 
internal dimension associated with internal stakeholders and environmental impact 
management. Internal corporate social responsibilities are mainly related to 
employees’ physical and psychological working environment (Turker, 2009) such as 
employees’ health and well-being, competencies, skills and training, equal 
opportunities and participation in the business and work-family relationship (Vives, 
2006). Internal CSR benefits are associated with improvements in internal decisions 
making, cost savings (Adams, 2002), operational efficiency (King, 2002; Simms, 
2002), business reputation and relations with stakeholders (Adams, 2002; Lee and 
Park, 2009), attracting existing and potential employees, motivating employees, 
building employee morale, improve commitment and loyalty (Jones, 1980; Guarnieri 
and Kao, 2008; Lam, 2009; Lindgreen, Swaen and Maon, 2009; Lee and Park, 2009). 
Internal CSR has a positive impact on employee productivity (Heal, 2008) because it 
enhances employee’s job satisfaction and organisational commitment and also 





practices make employees be more loyal and dedicated to their job performance 
(Coyle-Shapiro and Shore, 2007). However, less attention has been paid to internal 
CSR aspects because most of previous researches used to link CSR to external  
aspects such as community involvement and environment protection (Cornelius, 
Todres, Janjuha, Woods and Wallace, 2008). In order to survive in present 
competitive business environment organizations need to take up the contemporary 
human resource practices when implementing internal CSR practices (Low and Ong, 
2015).  
 
Meanwhile, the external dimension comprises a set of corporate responsibilities 
related to external stakeholders such as surrounding community, consumers, 
suppliers, business partners, public authorities and NGOs (European Commission, 
2001). External CSR benefits are good relations with external actors like government 
agencies and communities, improvement in financial outcomes or sales due to 
stakeholder and customer loyalty (Branco and Rodrigues, 2006; Lee and Park, 2009). 
In fact, employees’ involvement in decision making process particularly relating to 
environment, society and employees will lead to the maximum CSR benefits 
(Stawiski, Deal and Gentry, 2010). Involvement of an organization in external CSR 
practices will create a positive image and an improve organization’s reputation 
(Haley, 1991). Such positive social image and reputation will enhance employee 
morale which in turn leads to higher employee productivity. In addition, the positive 
social image may influence regulators and government agencies for the financial 





In line with this, Friedman, (1967, 1996), argues that the main reason firms involved 
in socially responsible activities is to generate profits. This view was supported by 
Syrjala and Takala (2009), saying that ethical aspects will only enter a firm’s 
decision making if they do not jeopardize its profit-making goals. However, it is 
advisable for business organisations to cut down their cost or unnecessary expenses 
especially to implement CSR strategies for business success. Besides, CSR not only 
benefiting the business organisations as a whole but also it is one of the sources for 
them to gain competitive advantage (Du, Bhattacharya and Sen, 2007; Li and Wang, 
2007; Smith, 2007; Reinhardt, Stavins and Vietor,  2008). 
 
The CSR notion is underpinned by a number of theories. For example, social 
contract theory reminds that organisations must run their business in a socially 
responsible manner because business and society are considered as partners and they 
wanting business organisations to operate in responsible way especially in term of 
handling employees’ health and safety aspects, environmental issues and sexual and 
racial discrimination (Moir, 2001). Meanwhile, instrumental theory argues that the 
main reasons business support social activities are for reputation and for competitive 
advantage (Burke and Jeanne, 1996; Lantos, 2002; Johnson, 2003; Greenfield, 2004). 
The previous articles  have also shown that social actions of an organisation 
generally enhances its reputation (Hess, Rogovsky and Dunfree, 2002), and would 
lead to a positive impact on employees’ work attitudes (Peterson, 2004) such as 
increased productivity, reduced turnover rates and absenteeism (Meyer, Paunonen, 





committed when they identify their organisations have a good reputation (Peterson, 
2004). However, stakeholder theory pay attention in developing socially responsible 
behaviour to fulfill all the business stakeholders’ needs (Maignan and Ferrell, 2004). 
On the other hand legitimacy theory says that business organizations must be 
responsible to the environmental pressures involving social, political and economic 
forces (Suchman, 1995; Deegan, 2002) and the organizations also must continually 
strive to ensure that they operate within the boundaries and norms of society (Deegan 
2000). Furthermore legitimacy explains the relationship between a company’s 
activities and its stakeholders’ perceptions towards the activities (Aguilera et al., 
2007). Stakeholders’ perceptions may affect the survival of a company because the 
society can revoke the company’s ‘contract’ to continue its operations if they 
perceive that the company has breached its social contract and is not operating in a 
legitimate manner, (Deegan and Rankin, 1997). 
 
In the meantime, previous studies regarding the impact of CSR perceptions have 
mainly targeted employees and consumers (Duarte, Mouro and Neves, 2010). In fact 
CSR perceptions of consumers and employees are structured based on Carroll’s four 
categories of economic, legal, ethical and discretionary corporate social 
responsibilities (Aupperle, Carroll and Hatfield, 1985; Maignan and Ferrell, 2001; 
Peterson, 2004). Studies conducted by Dutton and Dukerich (1991), Brown and 
Dacin (1997), Maignan and Ferrell (2001), Sen and Bhattacharya (2001), Klein and 
Dawar (2004), Peterson (2004) and Salmones, Crespo and Bosque (2005) are mainly 





responsibility and relate their attitudes with cognitive, affective and behavioural 
outcomes (Creyer and Ross, 1997). For example, finding of a cross-cultural 
consumer survey by Maignan (2001) revealed that American consumers give more 
importance to economic responsibility than French and German consumers. 
Similarly, Kim and Kim (2010) in their study on the relationship between Hofstede’s 
cultural dimensions and CSR perceptions of public relation practitioners in South 
Korea found that the cultural dimensions (such as collectivism, Confucianism and 
uncertainty avoidance) also can affect CSR perceptions. These studies assumed that, 
socially responsible behaviour is a good business practice (Salmones et al., 2005).  
 
At the same time, studies regarding employees’ perceptions of their company’s 
social performance suggest that, employees will be more committed to their 
organisation when they perceive it as a socially responsible organisation (Peterson, 
2004; Brammer et al., 2007). Normally, the fairness of organisational actions affects 
employees’ attitudes and behaviours (Cropanzano, Byrne, Bobocel, and Rupp, 2001). 
Moreover, the perception about the involvement of business organisations in CSR 
activities is positively related to a set of attitudinal reactions in the work environment, 
such as job satisfaction (Koh and Boo, 2001; Valentine and Fleishman, 2008; Duarte 
and Neves, 2010) and organisational commitment (Maignan et al., 1999; Koh and 
Boo, 2004; Peterson, 2004; Brammer et al., 2007; Duarte and Neves, 2009 and Rego, 
Leal, Cunha, Faria and Pinho, 2010). Studies conducted by Brammer et al., (2007), 
Valentine and Fleischman (2008), Turker (2009), Ali, Rehman, Ali, Yousaf and Zia, 





Bozkurta and Balb (2012) and You, Huang, Wang, Liu, Lin and Tseng (2013) 
proposed CSR perceptions as an independent variable. As an independent variable, 
CSR perception has been correlated with job satisfaction, organizational commitment, 
extra role behavior, self-esteem and job performance. Meanwhile Valentine and 
Fleishman (2008) examined perceived corporate social responsibility as a mediating 
variable between ethics program and job satisfaction. Their results indicate that the 
relationship between ethics program and job satisfaction is mediated by perceived 
corporate social responsibility and they proposed that organizations should manage 
their employees' work attitudes and ethical perceptions with appropriate CSR 
policies.  
 
However firms CSR actions will have no impact on employees' attitudes or 
behaviours if the employees are unaware of their employers’ CSR initiatives (Ellis, 
2009). Basically, employees are unaware of their companies CSR efforts when their 
management fails to communicate and inform them the CSR strategy, values and the 
outcomes clearly and consistently (Hoskins, 2005). Employee awareness of 
organisations' CSR policies is the most important antecedent that influences 
employees’ CSR perceptions. For example, to promote and create awareness about 
their social responsibility, British Petroleum changed its name to BP "Beyond 
Petroleum" mainly to show its commitment to searching for environmentally 
sustainable solutions in the energy sector ((Maignan and Ferrell, 2004). How 
successful a business is should not be evaluated only on its financial performance but 





responsible manner (Bar-Zuri, 2008). Elements such as human rights, environmental 
policies, community development, corporate governance, business ethics and 
workplace issues are also can influence the profitability of a company (Ayub, 
Iftekhar, Aslam and Razzaq, 2013). Moreover, CSR implementation is important for 
companies to improve their customer satisfaction and purchasing behavior, increase 
firm’s market value as well as profitability (Sarah Stawiski, 2010). Researchers also 
demonstrate that employees’ attitudes and behaviours are heavily influenced by their 
CSR perceptions towards their employer (Panagiotis Kyriazopoulos, 2013). When 
employees perform their jobs well, the company’s customer service quality will be 
improved and the customer satisfaction level will also be increased (Bowers and 
Martin, 2007).  
 
Besides, Brewis (2004) points out that employees’ participation in CSR activities has 
a positive influence on employees’ perceptions towards the organisation. 
Bhattacharya and Korschun (2008) in a research found that, the effects of CSR 
initiatives will pass-through from firm-to-employee-to-customer and lead to a win-
win-win scenario. This view was supported by Hoffman and Ingram (1992), if a 
business wants to satisfy its customers’ needs, it must first satisfy its employees’ 
needs. Furthermore, company’s core value and beliefs will lead the employees to 
bring positive influence to others and strengthening the CSR culture of the 
organisation (Tetlock, 2000). Employees have a better self-image when they work 
for a company that has a socially responsible reputation (Rowe and Schlacter, 2001; 





employees are also attracted to socially responsible organizations. They more prefer 
to apply to more socially responsible companies than to companies that don’t 
practice CSR activities (Turban and Greening, 1996; Bauer and Aiman-Smith, 1996; 
Albinger and Freeman, 2000; Greening and Turban, 2000; Backhaus, Stone and 
Heiner, 2002; Smith, Wokutch, Harrigton and Dennis, 2004; Evans and Davis, 2011). 
 
Although research on stakeholders’ perceptions and attitudes towards CSR is still 
limited, but few existing studies suggest that employees’ perceptions and attitudes 
towards CSR have a positive effect on their attitudes (Brown and Dacin, 1997; 
Dutton and Dukerich, 1991; Maignan and Ferrell, 2001; Klein and Dawar, 2004; 
Peterson, 2004; Salmones et al., 2005; Sen and Bhattacharya, 2001) that may have an 
impact on the job related outcomes such as turnover, absenteeism and work 
performance which in turn improve the organisational performance (Randall (1990), 
cited in Choi and Yu (2014)). Table 2.2 summarizes the findings of few empirical 
studies that investigate the effect of employees’ CSR perceptions on work attitudes 
and behaviours.  
 
        Table 2.2 
 
       Summary of Studies on employees’ CSR perceptions  
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The effectiveness of CSR initiatives to foster the relationship between the 
organisation, its employees and other community members depends on how well 
employees are aware and understand the rationale behind their organisation’s CSR 
decisions. In fact, research carried out by Ramasamy and Hung (2004), revealed that, 
employees of Malaysian companies generally have a low level of CSR awareness. 
However, stakeholder groups are the most significant CSR drivers for businesses 
(Warhurst, 2004) and there is a difference in CSR perceptions from one stakeholder 
to another. The influence of CSR actions towards the employees will increase their 
organisational commitment and productivity.  
 
However, most of Western based CSR literature that did not reveal sufficient 
evidence about various nations and cultures (Branco and Rodrigues, 2008; Maignan, 
2001; Maignan and Ferrell, 2001) hinders more information and theory on CSR 
application to specific challenging situation. Therefore more research is needed to 
determine if CSR actions are perceived in the same manner across borders (Maignan, 
2001) especially in the context of different political and cultural environments.   
 
2.1.3  Job Satisfaction  
Employee job satisfaction has become an important factor in human resource 
development practice (Cummings and Worley, 2014) and has received significant 
attention of researchers in the field of organisational behaviour over the last few 
decades (Matzler and Renzl, 2007). Job satisfaction can be defined as a pleasurable 





experiences (Locke, 1976). The elements that associated with job appraisal are salary, 
working environment, relationship with supervisor and co-workers, career prospects 
and the intrinsic aspects of the job itself (Arnold, Cooper, Robertson, 1998). Job 
satisfaction can also be defined as the employee’s perception of what he/she wants 
and what he/she gets from the job (Wangenheim, Evanschitzky and Wunderlich, 
2007; Singh and Sadhana, 2009). In short, job satisfaction representing the amount of 
positive attitude and emotional feeling that individual have towards their job and 
work environment in which they operate from (Mottaz, 1985; Kristof, 1996; Brief, 
1998). 
 
Previous studies treated personal factors and environmental factors as the main 
variables that affect job satisfaction (Judge, Thoresen, Bono and Patton, 2001). 
Working environment such as comfortable working spaces, temperature, lighting and 
ventilation are some of the aspects that determine job satisfaction (Mafini, 2014). 
Meanwhile, personal factors are associated with individual attributes and 
characteristics (Ibid). Moreover, salary package, promotion, job safety and security, 
job autonomy, incentives, nature of work, recognition and employee benefits are also 
affect the employees’ job satisfaction (Lavy, 2007; Khan, Nawaz, Aleem and Hamed, 
2012). In line with this, employees who have lower levels of organisational 
commitment and job satisfaction are always behave in a questionable manner and 
have high intention to leave their organisation (Shafer, 2002). When employees are 
not happy with their jobs and have no trust on their organisations, the employees’ 





(Jeffrey, 2007). Thus, job satisfaction has a significantly negative impact on turnover 
intention (Susskind, Borchgrevink, Kacmar and Brymer, 2000).  
 
Since job satisfaction determines organisational effectiveness and individual 
wellbeing, it is considered as a crucial phenomenon in business organisations 
(Yaslioglu et al., 2013). Numerous studies have highlighted that, job satisfaction has 
a positive relationship with many organisational variables such as organisational 
commitment, job performance, cohesion, citizenship behaviour and other extra role 
behaviours (Crammer (1996) Currivan (1999) and Lok and Crowfold (1999) cited in 
Yaslioglu et al., (2013)). Job satisfaction is also one criterion for creating the health 
of an organisation because providing effective services basically depends on human 
source and the job satisfaction experienced by them will determine the quality of 
services (Yaslioglu et al., 2013). In addition, satisfied employees create satisfied 
customers (Karl and Peluchette, 2006) because job satisfaction has a significant 
relationship with customer orientation (Hoffman and Ingram, 1992; Dienhart and 
Gregoire, 1993) and customer satisfaction (Bernhardt, Donthu and Kennett, 2000; 
Spinelli and Canavos, 2000). Moreover, employees treat their customers the 
way they like to be treated (Gronroos, 1983). Satisfied employees will strive to 
provide a better service than their competitors to create a favorable image for the 
company (Malhotra and Mukherjee, 2004; Schneider and Bowen, 1985). In other 
words, employees’ behaviour can affect the customer’s perceptions of the service 





Hence, business organisations must first satisfy their employees’ needs in order to 
satisfy its customers.  
 
Employee satisfaction not only affects customer service quality, but also influences 
the employees’ retention and commitment. Employees with higher job satisfaction 
are more committed, dedicated and productive and tend stay longer in the 
organisation (Fraser, 2001; Goslin, 2005). Moreover, improving job satisfaction 
contributes to the overall success and increase organisational performance and 
therefore it is important for service provider to allocate sufficient resources to 
implement programs in order to improve employee satisfaction (Mafini, 2014). On 
the other hand, organisational success depends on its employees’ participation (Judge 
et al., 2001). For employees to participate in organisational programs, they have to 
be satisfied with their jobs first (Organ and Ryan, 1995). Thus, increasing the 
employees’ job satisfaction is an important responsibility of management because 
employee satisfaction has a ripple-effect on the quality of outputs, productivity and 
the employees’ loyalty and confidence (Yee, Yeung and Cheng, 2008).  
 
Studies regarding job satisfaction have suggested some of the common theories 
related to job satisfaction namely the affect theory, two-factor theory (Motivator-
Hygiene Theory), dispositional theory and job characteristics model. Among these 
theories, the most widely-known is the affect theory. This theory explains the gap 
between what one expect in his/her job and what actually one gets from that job. 





Meanwhile, dispositional theory states that one’s job satisfaction level is determined 
by his/her personality. The Two-factor theory, pointed out that the employees’ job 
satisfaction is influenced by the motivational and hygiene factors (Arzi and Farahbod, 
2014). For example, job promotions, bonuses and public recognition are the major 
motivational factors that contribute to a better job satisfaction and job performance 
of employees. Apart from that, company policies, remuneration, management 
supervision and interpersonal relations are classified under the hygiene factors. 
These factors are not only motivating employees but also can reduce dissatisfaction 
if managed properly (Arzi and Farahbod, 2014). In line with this, an empirical study 
conducted by Sungmin and Haemoon (2011) to assesses the effect of Herzberg's 
motivators and hygiene factors on job satisfaction of food service to soldiers and 
logistics officers found that the effects of hygiene factors on job satisfaction are 
stronger than those of motivational factors. However the study highlighted that 
motivational factors such as achievement and working conditions were the most 
powerful predictors of logistics officers' job satisfaction (Tan, 2009). Employees’ job 
satisfaction is not only depends on monetary appreciation but it also mainly 
influenced by social interaction in work environment (Herzberg, 2008). Working 
conditions, identification with the company, communication, evaluation by superiors, 
motivation, staff development and interpersonal relations are among other factors 
that influence employee job satisfaction (Bilinska, 2008). All these elements can be 
applied to the appropriate stakeholders-employees management and can be combined 
with the advanced level of CSR practices (Turon, 2016). Moreover it is important for 





practices will improve the company image when operating in challenging 
environment (Turon, 2016).    
 
Apart from two-factor theory, one of the most used job satisfaction theory is the Job 
Characteristics Model. According to this model, there are five job features that can 
affect a person. Among these, three features such as skill variety, task identity, task 
significance can affect the perception of an employee about his/her job. The fourth 
characteristic is autonomy, describes an employee’s responsibility feelings and 
independence experiences. The last factor is evaluation, which explains how well an 
employee completes his tasks. In fact most of arguments regarding job satisfaction 
theory start with Maslow’s theory of Hierarchy of Needs (1943). The Maslow’s 
theory outlined five levels of needs in term of physiological, safety, belongingness, 
esteem and self-actualization. Abraham Maslow proposed that, individuals are 
motivated to fulfill their bottom level of needs first before they achieve higher level 
of needs on the hierarchy (Cizek, 2012). Theory of hierarchy of needs is considered 
as a foundation for job satisfaction theory and guide researchers to investigate the job 
satisfaction issues among employees. Studies regarding job satisfaction getting wider 
attention in the field of organisational behavior and human resource management. 
Recently, Arzi and Farahbod (2014) conducted a study that links job satisfaction 
with human resource management practice and employee performance based on 
resource based view (RBV) theory. This theory explains that a firm can perform 
better than its competitors if the firm has unique resources that cannot be imitated or 





firm can achieve sustainable competitive advantages through CSR implementation, 
procurement of resources and development of skills that cannot be imitated by its 
competitors (Barney, 2001; Branco and Rodrigues, 2006).  
 
On the other hand, Arzi and Farahbod (2014) in their study portrayed job satisfaction 
as a mediating variable on the relationship between HRM practices and employee 
performance. Staffing, reward system, training and teamwork and performance 
appraisal are the HRM practices that included in their study. Likewise, job 
satisfaction also serves as a mediator between dispositional traits and turnover 
intention (Chiu and Francisco, 2003), between commitment and job performance 
(Carmeli and Freund, 2004), between perceived leadership styles and commitment 
(Hashim, 2010) and between turnover intention and leader member exchange (Wang 
and Yi, 2011). Besides mediating role, job satisfaction also plays moderating role on 
the relationship between organisational commitment and job performance of 
managerial-level employees in Telekom Malaysia (Samad, 2005). Meanwhile, Selin 
and Pinar (2011) develop a model that positions job satisfaction as a dependent 
variable to examine how personality traits influence individuals’ perception of 
fairness and affect their job satisfaction level whereas Shah (2014) proposes job 
satisfaction as an independent variable to investigate the impact of job satisfaction on 
employee turnover intentions.  
 
In the meantime, few scholars have conducted research regarding job satisfaction in 





organisational learning on job satisfaction in the public service sector in Malaysia 
while Faisal, Zaid, Roslan, Asmadi and Sulaiman, (2012) examine the effect of job 
satisfaction on turnover intentions in a small and medium industry in Malaysia. 
Wendy and her colleagues (2011) investigate the job satisfaction level of human 
resource employees in the manufacturing industry in Malaysia but Voon, Lo, Ngui 
and Ayob (2011) focuses on the relationship between leadership styles and job 
satisfaction in Malaysian public sector. However these studies have mainly focused 
on public sector and manufacturing industry but logistics industry in particular have 
been ignored. Moreover there have been relatively few studies examining employees’ 
job satisfaction in term of CSR in Malaysian cultural setting. Therefore, it is worth 
studying job satisfaction in Malaysian cultural context because job satisfaction facets 
can vary from one country to another and it changes over time (Westover and Taylor, 
2010). Notwithstanding these, the present study portrays job satisfaction as a 
mediator to explain the effects of employees’ CSR perceptions on their job 
performance. 
 
2.1.4  Organisational Commitment  
Organisational commitment is a key variable that explains individual and 
organisation relationship in the field of management and behavioural science. 
Organizational commitment plays an important role as a predictor of the 
organizational goals, turnover, absenteeism and productivity (Bushra, Usman and 
Naveed, 2011). According to Porter, Steers, Mowday and Bouilan (1974) and 





attachment to their organisation in relation to their identification, job engagement, 
loyalty and the values of the organisation. A committed employee is one who stays 
with their organisation in whatever circumstances (Meyer and Allen, 1997). 
Although many scholars have developed the organizational commitment concept, 
one of the well-known concepts that most suitable to describe organisational 
commitment is the tri-dimensional concept. This concept divided organisational 
commitment into three dimensions, such as affective commitment, continuance 
commitment and normative commitment (Meyer and Allen, 1991).  
 
The affective commitment refers to employees’ emotional attachment or 
involvement in the organization. In other words, it refers to person’s emotional 
attachment to the organisation due to their existing affection to the organisation. The 
continuance commitment refers to an employees’ intention to remain in the 
organisation because they believe that leaving the organisation would be costly. The 
normative commitment refers to employees’ moral and ethical option to attach with 
the organisation.  
 
One of the most important characteristics of organizational commitment is the role it 
plays as a mediator in determining the organisational outcomes (Suliman, 2002). 
However, many studies have treated organisational commitment as a mediating 
variable influencing work outcomes. For instance organisational commitment plays 
mediating role between leadership behaviour and job performance (Yousef, 2000), 





organisational culture and employees’ performance (Patulak, Thoyib, Surachmanand 
Setiawan, 2013), between organisational citizenship behaviour and job satisfaction 
(Unal, 2013), between job Satisfaction and work performance (Hasanzadeh and 
Davari, 2014). 
 
Previous research results indicate that employees will be highly committed when 
they perceived their work climate positively influence their performance. On the 
other hand, employees who have negative perception towards their work climate will 
be less committed and show lower levels of performance (Suliman, 2002). High level 
of organisational commitment is important for meaningful life and performance for 
employees. Moreover it helps organizations to reduce turnover and absenteeism rates 
(Mowday, 1998). Likewise organisational commitment at low levels is thought to 
be dysfunctional to both employees and the organization and ultimately leads to 
unstable and disloyal workforce (Randall, 1987). Basically, committed employees 
are highly involved in their organisation and willing to put in more efforts in their 
work and have a strong desire to remain in the company. Employees who have 
greater level organisational commitment are less likely to leave their organisation 
(Porter et al., 1974). 
 
Nevertheless, organisational commitment is considered as one of the important 
variables that determine whether the employees’ intend to quit or remain within the 
organisation in future (Awad and Alhashemi, 2012). Generally, employees are 





work in stressful conditions. This situation has been described by side-bet theory 
(Becker, 1960; Alluto, Hrebiniak and Alonso, 1973). Becker argued that, after a 
certain period of time, employees feel difficult to leave the company and become 
locked into the company due to many reasons like lack of alternative employment 
opportunities to replace the job, the loss of seniority, loss off financial benefits, ease 
of doing present job, long-term financial and family commitments, economic down 
turn and so on. Besides this, social exchange theory suggests that, if a person 
receives benefits, under the moral obligation the person will repay the benefits in 
some way (Meyer and Allen, 1991). 
 
In line with this, company’s attitude toward ethical and CSR issues also influences 
employee organisational commitment (Caldwell, Chatman and O’Reilley, 1990). 
Employees’ commitment level will decrease when the company’s CSR decisions are 
not consistent with their values because employees will always prefer to work for a 
company which has values that consistent with their own values. According to 
Stancu, Chelcea and Baleanu (2011), the positive impact of employees’ commitment 
towards their organisation depends on the CSR implementation because employees’ 
commitment towards organisation is an advantage of CSR implementation. Similarly 
Peterson (2004) found that employees’ organisational commitment depends on their 
company’s CSR activities because the activities will improve the company image 
and ultimately lead to higher employee organisational commitment and also improve 
their perceptions of the company’s CSR practices (Backhaus et al., 2002; Turban and 





improve employees’ organisational commitment but also their organisational 
citizenship behaviour and make them to perform more productive or double their 
productivity level compared with other employees (Wyatt, 2007) to achieve better 
results (Nurn and Tan, 2010) . In addition to that, company policies, compensation 
and work environment are among the factors that can make employees feel more 
satisfied and lead them committed to their organisation (Feinstein and Vondrasek, 
2001). Therefore, the authors suggest that organisations must take appropriate 
actions that associate with compensation, policies, and work conditions in order to 
increase their employees’ commitment level in the organisation.  
 
2.2  Underpinning Theory 
The present study used three theories, organisational justice theory, social identity theory 
and social exchange theory as underpinning theories to explain the relationship between 
the variables in the research framework as depicted in Figure 2.2.  
 
Organisational Justice Theory 
CSR and organizational justice have a similarity because both concepts also 
emphasizing ethical elements of fair treatment within the organisation 
(Folger, Cropanzano and Goldman, 2005). CSR entails norms regarding the fair 
treatment of external stakeholders while organizational justice includes norms 
regarding the fair treatment of internal stakeholders such as employees (Skarlicki 
and Kulik, 2005). Based on organizational justice studies (Cropanzano, Byrne, 
Bobocel and Rupp, 2001; Greenberg, 1987; 1990a), CSR activities of an 





the fairness of the organization. In short, organisation’s involvement in CSR 
activities reflects its level of social justice which in turn affects employees' 
perceptions about the fair treatment they received within the organization. 
Employees usually perceive organizational fairness when the organization 
implements CSR activities that associated with the employees’ well-being like 
providing a better work environment, fair compensation and practicing non-
discrimination policies (Naumann and Bennett, 2000). 
 
Organisational justice theory refers to the perceptions of employees towards the 
fairness and unfairness within an organisation (Colquitt and Greenberg, 2003). 
Employees’ perception of organisational fairness will fulfill their psychological 
needs and subsequently affect their work attitudes and behaviors (Koh and Boo, 
2001). The theory also explains that CSR can frame the perceptions of employees 
towards their organisational justice (Rupp et al. 2006). The organisational justice 
perceptions also influence employees’ satisfaction and shape their behaviours as 
well. The sense of justice will affect employees’ job attitude (Leigh, Lucas and 
Woodman, 1988) because when they feel unfairly treated, it will lead to unfavorable 
outcomes in term of employees’ organisational commitment, job performance and 
job satisfaction (Cropanzano and Greenberg, 1997; Ambrose, Seabright and 
Schminke, 2002). In short, organisational justice theory related to powerful 
determinant of employees’ affective, cognitive and behavioural reactions in 






Organisational justice can be classified into three components such as distributive, 
procedural and interactional justice (Greenberg, 1990a). Distributive justice refers to 
the perceived fairness of outcomes or rewards an employee receives in exchange for 
their efforts (Adams, 1963). In other words, the perception derived from a 
comparison of resources allocation between employees to comparable others and to 
oneself (Cropanzano, Rupp, Mohler and Schminke, 2001). Distributive justice 
requires that all employees should be treated equally unless there is a difference in 
their skills or responsibility (Cropanzano et al., 2001). Meanwhile procedural justice 
describes the perceived fairness in organisational decision making procedures 
(Thibaut and Walker, 1975; Cropanzano et al., 2001). The Procedural justice 
requires that rules in the organization must be enforced fairly and consistently. 
Interactional justice on the other hand describes the fairness of interpersonal 
treatment received during procedure implementation (Bies and and Moag, 1986; 
Colquitt, 2001; Colquitt et al., 2001) especially in HR-related practices such as 
performance appraisals (Erdogan, Kraimer and Liden, 2001), pay (Cox, 2003), 
career management (Crawshaw, 2006) and grievance handling (Nabatchi, 
Blomgrenand, Good, 2007). Interactional justice consists of two main components 
which are interpersonal justice and informational justice. Interpersonal justice refer 
to perceived fairness with regard to whether employees are treated properly and 
respectfully within an organization while informational justice describe the 
perceived fairness regarding the information and explanation provided to employees 






CSR policy meets employees’ need for fairness and perceived organizational justice 
(Aguilera et al., 2007). Moreover, employees’ response to their organisations’ CSR 
activities can directly affect their perception of organizational justice and fairness 
(Collier and Esteban, 2007) which subsequently enhances the image of the 
organization and the employees’ job satisfaction (Galbreath, 2010). Usually an 
organization endorses the principle of fairness through its CSR activities which 
subsequently affects its employees’ perception of organizational justice. Furthermore, 
employees' perceptions of fairness toward their organization determine the nature of 
relationship with their organization because employees’ evaluation of organizational 
justice can affect their behaviors (Trevino and Weaver, 2001). Previous studies 
revealed a positive relationship between employees' CSR perceptions and perceived 
organizational justice. According to Collier and Esteban (2007), employees' CSR 
perceptions can directly affect their perception of the organization's justice and 
fairness. Similarly, Tziner et al. (2011) found that employees’ CSR perceptions are 
positively related to organizational justice and job satisfaction.  
 
Social Identity Theory 
Social identity theory always relate to people who wish to align themselves with a 
company that has good reputation and perceived as highly prestigious (Tajfel and 
Turner, 1986; Ashforth and Mael, 1989). CSR activities in a company can create a 
positive image among the society and its employees. At the same time, the 
employees feel proud of their company when their company does good things and 





Greening, 1996; Tyler and Blader, 2000). Generally employees’ evaluation on how 
well their company meets the CSR obligations will affect their work attitudes 
(Peterson, 2004). In other words, social identity theory suggests that employees are 
proud to work for a company that has a good image and reputation (Ashforth and 
Mael, 1989; Dutton, Dukerich and Harquail, 1994; Maignan and Ferrell, 2001) 
because this subsequently can influence employees’ CSR perceptions and their job 
attitudes. Moreover, CSR activities make employees to emotionally attach with the 
company and this ultimately reducing employee turnover (Riordan, Weatherly, 
Vandenberg and Self, 2001). Beside good attitudes and behaviours, employees will 
have greater sense of self-esteem and they tend to perform more productively (Pierce 
and Gardner, 2004; Bowling, 2010). Furthermore, CSR activities can generate 
employees’ commitment because CSR makes employees’ job activities more 
enjoyable and translates into visible operations that make employees feel proud 
(Maignan and Ferrell, 2001). The same should happen to employees’ job satisfaction 
when a company through CSR practices improves work environment. 
 
Social Exchange Theory 
Social exchange theory explains social behaviour as a result of an exchange process 
(Blau, 1964) which related to a reciprocal behaviour (Konovsky & Pugh, 1994). 
When an organisation fulfils employees’ expectations through CSR activities, the 
employees feel obliged and willing to repay their organisation with behaviours such 
as organizational citizenship behaviour, organisational commitment and other 





Ali (2015)). Employees can repay their organisation through their engagement (Saks, 
2006) or by showing emotional, cognitive and physical behaviours to their 
organisation and through their work performance. Nevertheless, employees’ 
identification with a company and subsequent processes triggered by CSR can affect 
the dynamics of social exchange within the organisation (Flynn, 2005). According to 
social exchange theory, perceptions about costs and benefits are very important for 
humans to make social decisions (Cropanzano and Mitchell, 2005) because people 
evaluate all the social relationship based on the benefits they will receive out of such 
relationship (Homans, 1958; Blau, 1964; Ethugala, 2011). 
 
2.3  Research Framework 
Based on the literature review this study develops a research framework on how CSR 
perceptions affect employees’ job performance when organisational commitment and job 
satisfaction mediate the relationship between CSR perceptions and job performance as 
depicted in Figure 2.2. In this framework, employees’ CSR perception can be seen as an 
independent variable while, organisational commitment and job satisfaction as mediating 
variables and employees’ job performance as dependent variable. Furthermore, the 
framework gives a better understanding on the direct and indirect effects on the 
relationship between the variables. Employees’ CSR perception is the starting point in the 
framework. Different CSR dimensions may influence employees’ different level of job 
satisfaction, organisational commitment and job performance. It has been suggested that 





satisfaction and organisational commitment (Peterson 2004, Valentine and Fleischman 
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The research framework incorporates employees’ work-related attitudes based on 
organisational justice theory, social identity theory and social exchange theory. Since 
CSR practice is considered as an investment for a company, it must be well planned, 
evaluated and monitored regularly. Based on external perspective of companies, CSR can 
attract investors, increase customer purchases and help firms to create good relationship 
with government agencies (McWilliams and Siegel, 2000; Trevino and Nelson, 2004). 
Meanwhile, based on internal perspective, good reputation is very important for a 
company to attract potential, quality employees and retain the talented employees. Thus, 
employees’ perception of the attractiveness of a company depends on their perceptions 













As argued by Aguilera and colleagues (2007), organisations need to implement CSR 
policies to ensure organizational justice and its fairness. Moreover, CSR can be viewed as 
a commitment to the principle of fairness that enhances the employees’ perceptions of 
justice. In line with this, organizational justice theory is more appropriate to explain the 
relationship between CSR perceptions and job attitudes. 
 
Nevertheless, employees feel satisfied with their organisation when it implements CSR 
strategies for the well-being of the employees and the society. Employees also feel proud 
of working with an organisation that can boost their self-esteem as explained by social 
identity theory (Tajfel, 1978; Hogg and Terry, 2000). The notion that, employees’ 
perceptions towards their organisation’s CSR activities will influence their job 
performance, organisational commitment and job satisfaction has seldom been reviewed 
in the CSR literature. Although numerous studies have discussed the advantages of 
practicing CSR, only few studies analyze CSR from the perspective of employees. 
Previous studies suggest that employees’ perceptions toward their organisation’s CSR 
practices are positively related to their job satisfaction and organizational commitment. 
However, research area that emphasizes CSR and employees is under-discussed and 
empirical evidence is also lacking. Therefore, the above framework links the relevant 
constructs together and describes the mediating effect of job satisfaction and 
organisational commitment on the relationship between employees’ CSR perception and 
job performance. It is important to understand the theoretical assumptions that explain the 
relationship between the variables. The two main theories that widely used in the 





attitudinal and behavioral reactions are social identity theory and social exchange theory 
(Ashforth and Mael, 1989; Blau, 1964; Cropanzano and Mitchell, 2005; Hogg and Terry, 
2000; Molm and Cook, 1995; Tajfel and Turner, 1986).  
 
2.4  Hypothesis Development 
2.4.1  CSR Perceptions and Job Performance 
Although most of the past researches focused on the impact of CSR investment on 
organisational performance (Aupperle, Carroll and Hatfield, 1985; Davidson and 
Worrell, 1988; McGuire, Sundgren and Schnrrweis, 1998; Waddock and Graves 
1997; Maignan, Ferrell and Hult 1999; Maignan and Ferrell 2001; Snider, Hill and 
Martin 2003) only recently researchers have started to investigate how employees’ 
CSR perceptions affect their work outcomes. The studies highlight how CSR 
practices attract prospective employees (Turban and Greening 1996; Albinger and 
Freeman 2000; Greening and Turban 2000; Luce, Barber and Hillman 2001) and 
influence employees’ job satisfaction (Riordan, Gatewood and Bill 1997; Valentine 
and Fleischman 2008) and organisational commitment (Peterson 2004; Brammer et 
al. 2007; Turker 2009b; Kim, Lee, Lee and Kim, 2010; Hofman and Newman 2014). 
Several of these studies, for example Carmeli et al. (2007) reveal that employees’ 
CSR perceptions have a great effect on organizational identification, which in turn 
resulted in improved employees' job performance. Rupp, Shao, Thornton and 
Skarlicki (2013) and Zhang et al. (2014) also highlight similar results showing that 






CSR initiatives play an important role in influencing an employee’s attitudes and 
behaviours for improved job performance (Gond et al., 2010). Job performance can 
be defined as an individual’s perception towards the improvement of job quality, 
productivity, effectiveness, effortlessness, and so on (Kulkarni, Ravindran and 
Freeze, 2006–2007; Bontis and Serenko, 2007; Tseng and Fan, 2011). Successful 
CSR applications in an organisational environment will increase employees’ CSR 
perception level and their self-esteem which in turn affect their job performance 
(Rahmi and Bilal, 2012). Likewise, social relationship between organisations and 
communities influences the employees’ performance and citizenship and enhances 
job satisfaction and organisational commitment (Colquitt, Conlon, Wesson, Porter 
and Ng, 2001). 
 
Moreover, employees feel confident and more committed to the organisation when 
they perceive their organisations as socially responsible and treating all people fairly 
(Peterson, 2004; Aguilera et al., 2006; Brammer et al., 2007).  The employees will 
also feel obliged to be part of the socially responsible organisation and show their 
appreciation by being more productive and improve their performance (Gond, El-
Akremi, Igalens and Swaen, 2010). Thus these researchers have proved that 
CSR perception will positively influence employees' job performance. Improved job 
performance will boost organisational performance and lead the company to gain 






Since employees are more concerned with CSR, management must consider 
employees’ reaction during CSR strategy formulation because employees will 
perceive, evaluate and react toward the CSR strategies. Actually achievement of 
successful CSR outcomes will mainly depend on employees’ adherence and their 
willingness to collaborate to company’s CSR programs (Collier and Esteban, 2007). 
Therefore, the management should communicate their CSR initiatives to their 
employees more often in order to improve their job performance (Ahmad et al., 
2014). If employees feel that they are treated unfairly, the perceptions of unfairness 
treatment will trigger deviant behaviours (Berry, Ones and Sackett, 2007) and affect 
their job performance and lead to turnover increases (Griffeth, Hom and Gaertner, 
2000). On the other hand, business organisations that engage in CSR will have more 
motivated and efficient employees and perform better than those companies that do 
not have CSR policies (Bauman and Skitka, 2012). When employees perceived their 
organisation is ethically and socially responsible, they will feel more satisfied and 
happy to work with such organisation and which in turn can increase employees’ 
productivity and improve quality of work (Tseng and Fan, 2011). Moreover 
company’s ethically and socially responsible practices can make employees work 
with more confidence and enthusiasm in achieving their targets (Gold, Malhotra and 
Segars, 2001; Anantatmula, 2007) and they are willing to devote their skills and 
abilities to perform beyond their job description (Rajasekar and Bhuvaneswari, 2014).  
 
As being emphasized by the European Commission through its CSR forum (2004), 
business organisations should embrace CSR notion in their company strategies even 





ever during economic crisis. Through CSR measures, companies can overcome the 
societal and environmental challenges to building or rebuilding of trust in business. 
Implementation of CSR related policies is very beneficial to organisations because it 
can attract and influence potential and existing employees (Economist, 2008). CSR 
implementation not only has a positive impact on prospective employees (Albinger 
and Freeman, 2000) but also on existing employees. Basically, all CSR policies and 
practices in the organisation are perceived positively by the employees. Actually by 
practicing CSR strategies business organisations can promote their image and 
identity (Sen and Bhattacharya, 2001).  
 
Although previous CSR studies especially (Aguilera et al., 2007) included employees’ 
job performance in their study, they have mainly analyzed job performance from the 
perspective of organisational justice theory. Organisational justice theory highlighted 
that employees’ perception of organisational fairness will fulfill their psychological 
needs and subsequently affect their work attitudes and behaviors (Koh and Boo, 2001). 
Employees’ positive perception on an organisation’s socially responsible activities will 
lead to employees’ attitudinal and behavioural reaction such as job satisfaction, 
organisational commitment and job performance (Rodrigo and Arenas, 2008).  
 
Meanwhile, most of the CSR related research has been conducted from the perspective 
of stakeholder’s theory (Freeman, 1984), signaling theory (Spence, 1973) and from the 
perspective of social identity theory (Tajfel and Turner, 1986). Besides these theories, 





of organisational justice on their attitudes and behaviors especially on job performance 
(Gond et al., 2010). According to the social exchange theory, when employees perceived 
their organisation as socially responsible and treat all people fairly, they will feel 
confident that they will also be treated fairly. The employees will feel obliged and proud 
to be part of such socially responsible organisation. In return, they feel more committed 
to their organisation (Peterson, 2004; Aguilera et al., 2006; Brammer et al., 2007) and 
improve their quality of job performed. This theory also explains that, employees who 
have positive work attitude show reciprocal support for organisation either in the form 
of in-role or extra role performance (Organ and Konovsky, 1989).  
 
A study regarding employees’ reaction towards CSR reveals that employees’ job 
performance usually determined by the employees’ interests through an agreement with 
organisation (James, Demaree and Wolf, 1993). In other word, socially responsible 
organisations can lead to positive CSR perceptions and subsequently guide employees’ 
relevant work performance. At the same time, employees’ perceptions towards their 
organisation’s CSR practices can be vary because it depends on their position and role 
in the organisation. For example, managers are more aware of CSR practices than 
regular employees (Factor, Oliver and Montgomery, 2013). Therefore organisations 
need to identify the nature of employees’ concerns and provide them with substantial 
organizational support which can lead to positive CSR effects on employee job 
performance. Recently studies have proved that CSR from employees’ perspective is an 
indirect predictor of employees’ task performance and extra-role behavior (Bauman and 





on CSR research particularly from the perspective of micro-organization, which can 
explain the employees CSR perceptions and how CSR perceptions link to employees’ 
attitudes and other aspects of organizational performance (Bauman and Skitka, 2012; 
Shen and Benson, 2016). Moreover, evidence from previous studies may not be 
sufficient to fully understand the relationship between CSR perceptions and job 
performance because the findings are mixed. For example Ahmad et al. (2014) found 
that CSR perceptions have a weak and positive relationship with job performance 
whereas Newman et al (2015) found no relationship between CSR perceptions and job 
performance. However, previous CSR related studies regarding CSR perceptions and 
job performance in the context of logistics industry seems to be neglected. Therefore, 
the following H1 hypothesis was tested to identify the relationship between employees’ 
CSR perceptions and job performance in Malaysian logistics companies.  
 
H1:  There was a significant relationship between employees’ CSR perceptions  
        and job performance.  
 
       2.4.2  CSR Perceptions and Job Satisfaction 
Job satisfaction is one of the most important organisational variables in business 
research to investigate the employee based phenomena (Spector, 1997). Job 
satisfaction can be defined as the balance between individual’s perceived inputs and 
outputs whereby employees will be satisfied when employee believes that the inputs 
and output are equal. Employees’ effort, education, experience are classified as input 





perception and job satisfaction not only enhance employees’ work performance 
(Judge, Parker, Colbert, Heller and Ilies, 2001b) but also make them feel proud of 
their organisation doing good things for its members and society (Maignan et al., 
1999; Maignan, 2001; Backhaus et al., 2002). Fulfilling employees’ expectations is 
an opportunity not only to improve company efficiency but also to increase 
employee job satisfaction (Biesok and Wyrod-Wrobel, 2014). 
 
Employees are more satisfied and loyal to their organisation when they perceived 
that their organisation is concerned about employees’ well-being (Eisenberger, 
Huntington, Hutchison and Sowa, 1986) and appreciate them as a member of the 
organisation (Scott and Bruce, 1994). This has been confirmed by the study 
conducted by Turon (2016) on the good CSR related labour practices of two top 
transportation and logistics companies that received the prestigious award for CSR 
practices. She found that taking care of employees is an important part of the CSR 
strategy of logistics companies because the practices will influence the perception of 
stakeholders towards the companies (Turon, 2016). CSR practices for employees 
such as workplace safety, employee participation, anti-fraud, recruitment and 
adaptation, courses and development, volunteering, staff support, work-life balance 
and employee health care are the example of good CSR practices associated with 
employees (Encyklopedia CSR, nd).  
 
Study by Zheng (2010) reveals that employees’ perception towards their 





This relationship not only occur in the case of employees’ perceptions towards 
organisation’s overall CSR activities (Tziner et al., 2011), but also occur when 
employees assess their organisation’s CSR engagement in internal and also external 
practices (Brammer et al., 2007; Valentine and Fleishman, 2008). These studies 
proved that, there is a strong link between employees’ internal and external CSR 
perceptions and their job satisfaction level.  
 
On the other hand, organisation investment in CSR activities lead to positive work 
attitudes (Tziner et al., 2011) and CSR has a positive relationship with overall job 
satisfaction (Elçi and Alpkan, 2009). Similarly job satisfaction positively related to 
CSR and organisation identification (Chong, 2009). Employees’ satisfaction level 
increases when they perceive their company enhances its image of fairness through 
CSR activities and more responsible toward its clients (Galbreath, 2010). 
Furthermore, the employee - organisation relationship can be considered as a 
precondition for CSR. This means if an organisation ignore its corporate 
responsibilities towards its employees, it is likely to do the same towards its 
customers, society and the environment in which it operates (Johnston, 2001). CSR 
initiatives can create strong relationship between employees and the organisation and 
also strengthen the informal contract between them when the company fulfills its 
obligation by providing desirable work environment for the employees (Lee, Ho, Wu 
and Kao, 2008). A survey conducted by Lee, et al., (2008) involved manufacturing 
companies in Taiwan indicates that employees’ CSR perception have a significant 





firm demonstrates social responsibility which directly satisfied the employees’ social 
requirements of the firm. Therefore, organisations should consider implementing 
CSR practices to create positive perception towards its work context and culture 
(Valentine and Fleischman, 2008). 
   
CSR perception can be explained as an individual perception on their organisation’s 
responsibilities towards its stakeholders in term of ethical, legal, economic and 
philanthropic (Maignan and Ferrell 2001). Although some authors in previous 
studies did not consider the CSR dimensions when evaluating its impact on job 
satisfaction, Valentine and Fleishman (2008) and Lee et al. (2008) in a study found 
that one of the most powerful CSR dimensions that influence job satisfaction is legal 
responsibility. Legal responsibility is business organisations are required by society 
to obey and adhere to all laws and regulations such as environmental and consumer 
laws and laws protecting employees (Carroll and Buchholtz, 2006). In short, business 
organisations need to implement CSR activities that required by law particularly 
regarding environmental protection, product safety, human rights, labor practices, 
corruption, community development and other activities likewise.  
 
Besides, company ethics codes, ethics training also influence job satisfaction 
(Deshpande, 1996; Singhapakdi, Vitell, Rallapalli and Kraft, 1996; Koh and Boo, 
2001; Valentine and Barnett, 2003). Meanwhile, Valentine and Fleischman (2008), 
portrayed perceived external CSR as a mediating variable between the ethics 





fully or partially mediated the positive relationship between ethics codes/training and 
job satisfaction. The authors also suggest that ethical elements and organisational 
culture should be integrated with CSR activities, job training and ethics codes to 
create more positive beliefs, work context and firm culture. Moreover, organisational 
ethics is associated with employees’ behaviour which positively related to work and 
the organisation (Koh and Boo, 2001; Valentine and Barnett, 2003). When a 
company offers ethics codes and training to enhance employees’ ethical conduct and 
work attitudes, the company is viewed as a socially responsible company (Valentine 
and Fleischman, 2008). 
 
As per social identity theory, employees are usually proud to identify with socially 
responsible firms that have good reputations (Peterson, 2004). CSR could enhance 
job satisfaction because organisation that practice CSR programs could fulfill social 
requirements of its employees. CSR actions can also strengthen the informal contract 
between a company and its employees when the company provide favorable work 
environment to satisfy their employees. This indicates that there are appreciable 
correlations between employees’ CSR perception and job satisfaction. Furthermore, 
organisations’ social obligation can influence its employee’s job attitudes and this 
situation can be explained through organisational justice theory (Rodrigo and Arenas 
2008). Organisational justice theory describes how employees’ are responding to the 
fairness and unfairness of an organisation. It also explains that CSR can frame the 
perceptions of employees towards their organisational justice (Rupp et al. 2006). 





engaged in CSR initiatives (Moorman, 1991). The sense of justice will affect 
employees’ job attitude (Leigh, Lucas and Woodman, 1988) because when they feel 
unfairly treated, it will lead to unfavorable outcomes in term of employees’ 
organisational commitment, job performance and job satisfaction (Cropanzano and 
Greenberg, 1997; Ambrose, Seabright and Schminke, 2002). In line with this, 
organisation can demonstrate social responsibility towards its employees by offering 
them personal development programs, work related benefits such as ensuring 
occupational health and safety, introducing rewards and recognition (Maignan et al, 
2005; Kiprop, Kemboi and Mutai, 2015). 
 
Previous studies that involved samples from various industrial areas have proven the 
positive relationship between employees’ CSR perceptions and job satisfaction 
(Valentine and Fleischman 2008). However studies that testing the relationship 
between employees’ CSR perceptions and job satisfaction in the area of logistics still 
lacking. Due to limited scope of studies about the relationship between CSR 
perception and job satisfaction, further research is needed to fully understand the 
effects of CSR perceptions on logistics employees’ job satisfaction. Hence the 
following hypothesis H2 was tested to identify the significant correlation between 
employees’ perceived CSR and job satisfaction. 
 
H2:  There was a significant relationship between employees’ CSR perceptions and    






2.4.3  CSR Perceptions and Organisational Commitment 
The relationship between CSR perceptions and organisational commitment was first 
analyzed by Maignan and colleagues (1999) in a study regarding business benefits of 
corporate citizenship. The authors used Carroll’s CSR model (1979) to develop a 
four-dimensional CSR scale to analyze the link between perceptions of each CSR 
dimension and organisational commitment. According to Maignan and colleagues 
(1999), CSR is positively related to employees’ commitment. Similarly, past studies 
by authors like Moskowitz (1972), Turban and Greening (1996), Albinger and 
Freeman (2000), Greening and Turban (2000), Backhuas et al. (2002), Peterson 
(2004), Dawkins (2004), Brammer et al. (2007),Turker (2009), Kim et al. (2010) and 
Rego et al. (2010) have analyzed how CSR activities are related to employee 
commitment and their empirical results supported the positive relationship between 
employees’ CSR perceptions and employees’ organisational commitment.  
 
Normally employees’ work attitudes are measured through organisational 
commitment because organisational commitment leads to a number of positive 
outcomes (Schwepker, 2001; Steyrer, Schiffinger and Lang, 2008; Demir, Sahin, 
Teke, Ucars and Kursun, 2009), such as creating motivated employees, reduced 
absenteeism and turnover rates, high performance and greater satisfaction (Meyer, 
Stanley, Herscovitch and Topolnytsky, 2002; Schwepker 2001). However, business 
organizations can only get these benefits if they engage in CSR activities and earn a 
good CSR reputation. Result of recent research indicates that employees’ perception 





The research suggests that employees’ personal identity must be enhanced in order 
to link external CSR and organisational commitment because the external CSR has 
no direct positive effect on employees. The relationship between organisational 
commitment and external CSR is determined by enhanced personal identity as 
explained in social identity theory (Shabnam and Sarker, 2012).  
 
In the meantime, study by Brammer and colleagues (2007) about the CSR impact on 
organisational commitment found that, internal and external CSR dimensions have a 
positive relationship with employees’ affective commitment. However, they report, 
the relationship is significantly stronger for internal CSR than external. They also 
emphasized that, it is important for organisations to consider fairness and equality in 
CSR implementation because it contributes to employees’ organizational 
commitment and job satisfaction. On the other hand, Turker (2009b) examines how 
CSR influences organisational commitment among stakeholders, employees and 
customers and he reveals that CSR is the most significant predictor of employee 
organisational commitment. In line with this, Kim and colleagues (2010) have 
carried out a survey involving Korean employees about their CSR perceptions, 
perceived external prestige, organisational identification and organisational 
commitment. Their findings suggest that employees CSR perceptions enhance their 
organisational identification through perceived external prestige, which in turn 
increases the employees’ organisational commitment. When a company shows more 
interest in participating in CSR activities, it can create strong reputation that will 





A company’s CSR activities can be directly and positively affect its employee 
because the employee will be more motivated when working in a better environment 
(Weber, 2008). When employees having low levels of commitment, their 
productivity level will be lower and will cost the organization (Demir et al., 2009). 
This mean, employees will show high levels of commitment to the organisation that 
implements CSR initiatives successfully (Peterson, 2004). Based on a survey 
conducted in Africa, the level of employee organisational commitment has a direct 
link to employees’ perceptions towards their organisations’ contribution for 
community and environment (Stawiski et al. 2010). Employees would become more 
committed to their organisation when the organisation offers more corporate 
citizenship initiatives. Furthermore, employees’ commitment increases their ratings 
of corporate image and positive corporate image enhances employees’ commitment 
level. Company’s good deeds can make employees to discuss their company with 
outside people because they feel more committed and proud of their organisation 
(Stawiski et al. 2010). Outsiders’ favorable view towards a company is also 
influence employees’ CSR perceptions and this would indirectly increasing 
organisational commitment. Actually employees’ strong commitment will lead to 
positive work attitudes and will result in greater organisational morale and job 
satisfaction (Laverie and McDonald, 2007). Meanwhile, empirical results by Kim 
and Lee (2010), suggest that, employees’ involvement in planning CSR activities 
would increase their organisational commitment and enhance their sense of 
belonging. Furthermore, employees will respond positively when they perceive that 





In this regard, an employee is more concerned about whether the organization treats 
him/her and other employees fairly (Cropanzano, Bowen and Gilliland, 2007). CSR 
in this context makes employees’ life meaningful and improve their organizational 
commitment (Rupp et al., 2006; Lin, Lyau, Tsai, Chen and Chiu, 2010; Huang, 
2016).  
 
Perceptions of all CSR dimensions can positively influence employees’ commitment, 
but perceptions toward ethical responsibilities having a significant impact on the 
relationship between employees and the organization (Herndon, John and Quey, 
2001; Valentine, Lynn and Lucero, 2002; Peterson, 2004). Basically, employees’ 
organisational commitment has a close relationship with company’s ethical actions 
because employees are happy and willing to work for organisations that have similar 
values to their own values (Caldwell, Chatman and O’Reilly, 1990). However the 
employees’ commitment level will decrease if the company’s CSR policies are not 
consistent with their employees own values (ibid). However, Maignan, (2001) 
argued that legal responsibilities are more important than other CSR dimensions for 
predicting and understanding employees’ commitment. Somehow rather, some of the 
CSR dimensions might be more important than others especially to understand 
employees’ commitment to their organization (Peterson, 2004; Brammer et al., 2007; 
Turker, 2009b; Rego et al., 2010). 
 
Link between CSR and organisational commitment occurs when employers 





only enhancing the employees’ CSR perception of the company but also enhancing 
their social identity as a member of the organisation. The link between CSR and 
organisational commitment can be explained through social identity theory (Turker, 
2009). Based on social identity theory, employees’ external perception has a positive 
relationship with organisational commitment (Brammer et al., 2007). Aspect such as 
philanthropy, community contribution, interaction of firm with external environment 
and stakeholders are considered as external CSR. When employees see their 
company implement CSR initiatives for welfare of the society, it’s not only creates a 
good image among in the society but also enhances employees’ self-esteem and 
pride (Tajfel, 1978; Hogg and Terry, 2000). Furthermore, the theoretical linkages 
between employees’ CSR perceptions and organisational commitment explain that, 
employees’ views are determined by their membership of social organisations which 
they work for (Ashforth and Mael (1989) cited in Lee, Song, Lee and Bernhard 
(2013); Yu and Choi (2014)).  
 
Individuals are usually tried to enhance their self-concept by comparing their own 
and group’s characteristics with other individual or groups (Tajfel and Turner, 1986; 
Ashforth and Mael, 1989; Lee, Park and Lee, 2013). In other words, social identity 
theory, proved that employees are happy and enhance their self-concept when they 
working for a company that has a good reputation (Tajfel and Turner 1986; Maignan, 
2001). Similarly, employees would feel more committed and proud when their 
organisation is willing to engage in CSR activities and taking care of their 





Turker indicate that CSR positively related to organisational commitment whereby 
corporate behaviours that affect stakeholders can go beyond the corporation’s 
economic interest and positively related to the organisation. Empirical evidence by 
Peterson (2004) and Rupp et al., (2006) also revealed similar results supported the 
positive relationship between CSR and organisational commitment. The evidence 
proved that employees’ organisational commitment is influenced by their 
organisations’ CSR activities because the CSR activities can make the employees 
work to be more enjoyable and feel proud to be with the organisation. Basically 
employees will respond positively particularly through increased job satisfaction and 
organisational commitment when they believed their organisations treat them fairly 
(Rhoades and Eisenberger, 2002). In fact, employees’ behavior toward their 
company can be explained by their perception toward the purpose of why the 
company invests in CSR (Martinko, Harvey and Dasborough, 2011; Story and Neves, 
2015). Employee behavior and CSR related studies have suggested that 
implementing CSR strategies is very important to build a strong bond between 
employees and organization and also to achieve better employees’ performance as 
well as organisational performance.  
 
In line with this, Lee and Seo (2017) in a study found that CSR perception plays a 
crucial role in improving logistics employees’ organizational commitment (Lee and 
Seo, 2017). When employees perceived fairness and social interaction within an 





effectively, they would feel more committed and willing to perform beyond the 
expectations (Lin et al., 2010; Story and Neves, 2015).  
 
Although previous CSR studies reveal a positive relationship between employees’ 
CSR perceptions and organisational commitment (Brammer et al., 2007; Turker, 
2009 and Kim et al., 2010), the studies still have several limitations that contribute to 
additional work. For example, respondent involved in a study conducted by Turker 
regarding CSR opinions may or may not have participated in corporate sponsored 
volunteerism. Besides, only limited respondents participated in the study conducted 
by Kim and colleagues. Moreover, only a few researchers have attempted to explain 
the effects of CSR perceptions on employees’ organisational commitment (Mung, 
Ming, Mun, Fang and Teng, 2011).  
 
However, how CSR perceptions influence employees’ work attitudes and behaviors 
particularly from the perspective of logistics companies have not been investigated. 
To fill this gap, the current study explores the CSR perceptions from the perspective 
of logistics employees and examines how the CSR perceptions affect their job 
satisfaction, organizational commitment and job performance in Malaysian cultural 
context. Hence, hypothesis H3 was tested to investigate the significant relationship 
between employees’ CSR perceptions and organisational commitment. 
 
H3: There was a significant relationship between employees’ CSR perceptions and 






2.4.4  Job Satisfaction and Job Performance 
Generally job satisfaction and job performance explain high productivity of happy 
workers (Robins, (1999). Job satisfaction lead to more productive and committed 
employees; create physically and mentally healthy employees and make them work 
with more efficiently with multiple skills in order to achieve better performance 
(Coomber and barriball, 2007). How job satisfaction affects employees’ job 
performance has been the main thoughts of many scholars (Halbesleben and Bowler, 
2007; Grant, 2008) because research regarding the relationship between job 
satisfaction and job performance has been carried out in a various organisational 
settings but the outcomes of these studies have been mixed and revealed no clear 
findings. Researchers found a complex relationship between job satisfaction and job 
performance because previous studies did not clearly indicate whether job 
satisfaction contributed to job performance or vice versa (Bagozzi, 1980). Initially, 
Cummings (1970) identified that, job satisfaction cause performance while 
performance causes satisfaction and rewards cause both performance and satisfaction. 
Judge et al. (2001) however, suggest that the relationship between job satisfaction 
and job performance can be assessed in several different aspects such as job 
performance causes job satisfaction, job satisfaction causes job performance, job 
satisfaction and job performance are reciprocally related, job satisfaction - job 
performance relationship is moderated by other variables and no relationship 
between job satisfaction and job performance. Judge et al., (2001) have confirmed a 
positive relationship between job satisfaction and job performance. Meanwhile, 





sector of Sri Lanka also reveal that job satisfaction has a significant positive effect 
on job performance. Similarly other studies also confirmed that job satisfaction and 
job performance are related positively (Yi Han, 2008; Olivia, James and Rajeshekhar, 
2010; Chen and Silverthorne, 2008; Miller, Kerr and Ritter, 2008; Gu and Chi Sen 
Siu, 2009; Zimmerman, Ryan and Todd, 2009; Wood, Van Veldhoven, Croon and 
de Menezes, 2012; Singh and Das, 2013; Trivellas, Kakkos, Blanas and Santouridis, 
2015; Barakat, Lorenz, Ramsey and Cretoiu, 2015). However, studies conducted by 
Janssen and Van Yperen (2004), Robbins, Judge, Millett and Boyle (2013), Shaikh, 
Bhutto and Maitlo (2012), Veloutsou and Panigyrakis (2004) found a reverse 
positive relationship between job satisfaction and job performance. Meanwhile, 
Brown and Peterson (1994) and Riketta (2008) revealed a non-significant 
relationship between job satisfaction and job performance. Somehow rather, Yang 
and Hwang (2014) found that job satisfaction and job performance are positively and 
reciprocally related. 
 
Job satisfaction is considered the main motivator that influences employees’ 
behavior (Spector (1997) cited in Olcer and Kemal (2015)). When employees are 
motivated they will show positive attitude toward their job and in turn it will lead to 
performance increases and vice versa (Steers and Porter (1991) as cited in Dizgah et 
al., (2012)). Furthermore, highly satisfied employees are very important to achieve 
high level of organisational performance. Highly satisfied employees are more 
committed to their organization and are more productive with higher retention rates 
(Hussin, 2011). In line with this, previous studies have shown a significant effect 





2013). Usually, highly satisfied employees are willing to perform more efficiently 
and work more than the expected hours in order their organisation to achieve higher 
profits (Rae, 2013). 
 
Basically, satisfied employees feel a sense of belonging and feel that they are 
appreciated in their organisation and always ready to perform towards achieving 
their goals (Scingduenchai and Prasert, 2005). A study by Fisher (2003) involved 
inexperienced undergraduates revealed that satisfied employees are usually good 
performers. He also found that happy and satisfied workers are more productive 
workers whereby higher job satisfaction leads to higher job performance. On the 
other hand, unsatisfied workers are less committed to the organisation and are not 
willing to perform to standard. This can affect their performance and the 
performance of their company as well (Nelson, 2006).  
 
However, Cote (1999) argued that there is only a modest positive correlation 
between job satisfaction and job performance (Laffaldano and Muchinsky, 1985; 
Fisher, 2003). In addition, previous studies have revealed different results in 
assessing job satisfaction and job performance relationship. Researchers like Heskett 
and Sasser and Schlesinger(1997), Koys (2001) and Harter, Schmidt and Hayes 
(2002); have advocated the existence of job satisfaction and job performance 
linkages but Ryan, Schmit and Johnson (1996) and Bernhardt et al, (2000) did not 
show any evidence to prove a strong relationship between these variables. Previous 





and job performance (Yang and Hwang, 2014; Olcer and Kemal, 2015). The results 
are inconsistent and there is no consensus in the literature regarding the causal 
relationship between job satisfaction and job performance. In addition, the studies 
did not provide strong and clear findings and rarely address the relationship between 
job satisfaction and job performance particularly in the context of logistics 
companies. In this respect the following hypothesis H4 was tested to investigate the 
relationship between job satisfaction and job performance of logistics employees in 
the Malaysian context. 
 
H4: There was a significant relationship between job satisfaction and employees’   
      job performance.  
 
2.4.5  Organisational Commitment and Job Performance 
Organisational commitment is the extent to which a person identifies with and 
involved in his/her organisation and/or is willing to leave it (Greenberg and Baron, 
1997). Basically, organisational commitment deals with the employees’ attitudes 
towards their company. Allen and Meyer (1990) proposed a three-component model 
of organisational commitment comprising affective commitment (employees 
emotionally attached to their organisation), normative commitment (employees feel 
they should remain with the organisation) and continuance commitment (less likely 
to leave the organisation because of costs). Difference in the effects of commitment 
on the organisational performance basically depends on the type of commitment 





Based on a study conducted by Shore, Barksdale and Shore (1995) which involved 
multinational firms in United States, affective commitment and job performance 
have a positive correlation. In another study, Somers and Birnbanm (1998) found 
that career commitment was positively related to job performance but organisational 
commitment was unrelated to job performance. However, Suliman and Lles (2000), 
revealed that no positive relationship between all the three components of 
commitment and job performance. In contrast, results of a study conducted by 
Hasanzadeh and Davari (2014) revealed that there was a significant positive 
relationship between organizational commitment and job performance. In other 
words, committed employees will show higher levels of job performance. Likewise 
Clarke (2006) explored the commitment and network performance in health care in 
UK found that statistically both affective and normative forms of commitment have 
significant impact on performance. Affective commitment was positively related to 
network performance while the continuance commitment was negatively related to 
network performance. Nevertheless, previous studies suggested that there is a 
moderate but positive relationship between organisational commitment and job 
performance (Mathieu and Zajac, 1990; Randall, 1990). The main reason for low 
correlations between organisational commitment and job performance may be due to 
methodological issues, for example researcher did not include all three types of 
organisational commitment and high sample size (Riketta, 2002).  
 
Many researchers have argued that commitment increases job performance (Meyer, 





Billings, Eveleth and Gilbert, 1996 and Benkhoff, 1997; Nouri and Parker, 1998) but 
some of the previous studies claimed that organisational commitment is unrelated to 
job performance and the link between them does not exist (Mowday et al. 1982; 
Mathieu and Zajac, 1990). However, Somers and Birnbanm, (1998) suggested that 
the career commitment is positively related to job performance but no relationship 
existed between organisational commitment and job performance. Likewise, Meyer 
et al. (1989) findings show that affective commitment is positively related to job 
performance while continuance commitment is negatively related to job performance.  
 
Employees who are committed to both their organisation and profession have high 
expectations of their performance and therefore they have high levels of job 
performance (Meyer, Allen and Smith, 1993; Baugh and Roberts, 1994). In other 
words, when employees are committed to their organisation they will give reciprocal 
support by complying with their organisation (Murphy and Jackson 1999). Hence, 
the sense of psychological attachment may motivate employees to fulfill their job 
requirement (Piercy, Cravens, Lane and Vorhies, 2006). Many of these studies are 
based on social exchange theory (Andrews and Kacmar, 2001) in which employees 
respond to their organisation’s fair treatment with the feel of affective commitment. 
Social exchange theory explains the relationship between organisational 
commitment and the in-role behaviour of employees. The theory suggests that 
employees who have high commitment level will have high involvement in their 
organisation and towards its goals (Angle and Lawson, 1994) and this will result in 





supposition that provide the justification for many organizations to take necessary 
CSR strategies to foster employees’ organizational commitment. However, there is 
limited research to explore the significant relationship between organisational 
commitment and individual performance in the context of logistics industry. Thus, to 
address this gap hypothesis H5 was tested to investigate the significant relationship 
between employees’ organisational commitment and job performance among 
logistics employees.   
 
H5: There was a significant relationship between organizational commitment and   
  employees’ job performance.  
 
2.4.6  Job Satisfaction between CSR Perceptions and Job Performance 
Job performance is a function of job satisfaction whereby job satisfaction is 
influenced by individual psychological states, perceptions and other relevant factors 
(Olcer and Kemal, 2015). Meanwhile job satisfaction is considered as a predictor of 
work behavior besides an important variable that explains employees’ feeling 
towards their organisation (Organ and Ryan, 1995). Previous research shows that, 
employees who experience job satisfaction can be more productive and like their job 
(McNeese-Smith, 1997). Moreover, through satisfied employees, a company can 
improve the quality of service provided to its customers (Crossman and Abou-Zaki, 
2003). Apparently, satisfied employees tend to be more cooperative, helpful, 






There have been numerous previous studies empirically supported the relationship 
between job satisfaction and job performance (Yousef, 2000; Suliman and Iles, 2000; 
Judge et al., 2001; Wilson and Frimpong, 2004; Politis, 2005) and also the effect of 
CSR practices on employees’ job performance at their workplace (Peterson 2004; 
Brammer, Millington and Rayton 2007; Valentine and Fleischman 2008; Turker 
2009b; Kim et al., 2010; Hofman and Newman, 2014). Hence, employees’ CSR 
perceptions will affect their job satisfaction and subsequently have an impact on 
their job performance. For example, employees will experience job satisfaction 
when their company’s CSR activities fulfill employees’ expectations and in return 
the employees will make extra contribution and devote their abilities to the 
organization through their work performance. Although most of previous studies 
have discussed the influence of CSR activities on employees’ attitudes particularly 
job satisfaction (Riordan et al., 1997; Valentine and Fleischman, 2008) and 
organisational commitment (Peterson, 2004; Brammer et al., 2007; Turker 2009b; 
Kim et al., 2010; Hofman and Newman, 2014), the studies did not investigate the 
effect of CSR on employee behaviors in the workplace such as job performance 
(Newman, Nielsen and Miao, 2015). However, recently researchers have started to 
examine employees’ perceptions towards their organisation’s CSR activities and 
how their perceptions affect their work outcomes and behaviors like employees’ job 
performance and organisational citizenship behaviors (OCBs) (Carmeli et al.,2007; 
Rupp et al., 2013; Zhang, Fan and Zhu, 2014). Relationship between employees’ 
CSR perceptions and their work outcomes can be explained through social identity 





organisation as socially responsible organisation, the organisational identification 
will promote employee job performance and extra-role behaviors (De Roeck and 
Delobbe 2012). Employees are more prefer to work in a socially responsible 
organization (Trevino, Butterfield, and McCabe, 1998; Chen, Zhang, Leung and 
Zhou, 2010; Tziner, 2013) because the organisation may have positive effects on its 
employees’ work outcomes and behaviors (Morgeson et al., 2013; De Roeck et al, 
2014). Moreover, when employees see their organization as socially responsible, 
they would be able to work with more enthusiasm and full confidence (Anantatmula, 
2007; Gold et al., 2010).  
 
Furthermore, employees would feel more satisfied and motivated when they 
perceived their organization treat them fairly (Gond et al., (2010) and as reciprocity 
they would like to pay back their organization in the form of good performance. 
However, employees’ job satisfaction is considered as an important mediator for 
employees to enhance their job performance (Tseng and Fan, 2012) as a result of 
internal CSR practices. Although job satisfaction has been considered as an 
important mediating variable, most CSR related studies (Tzai et al., 2008; Tziner et 
al., 2011; Valentine and Fleischman, 2008; You et al., 2013) with exceptions of few 
(Ali et al., 2010, Zheng, 2010) viewed job satisfaction as a dependent variable rather 
than mediating variable. Thus, the following hypothesis H6 was tested to examine 
the mediating role of job satisfaction on the relationship between CSR perceptions 







H6: Job satisfaction mediates the relationship between employees’ CSR perception 
   and job performance.  
        
 
 2.4.7  Organisational Commitment between CSR Perceptions and Job 
          Performance  
Besides job satisfaction, organisational commitment has also been used as a 
mediator between CSR perceptions and job performance. Organisational 
commitment can be considered as a well-researched variable in the field of 
organisational behaviour. Mowday, Steers and Porter (1979) defined organisational 
commitment as the relative strength of an individual’s identification with and 
involvement in a particular organisation. The most common studied type of 
organisational commitment is attitudinal commitment. Organisational commitment 
not only an important indicator of organisational performance (Benkhoff, 1997; 
Kamarul and Raida, 2003; Luchak and Gellatly, 2007; Mehmud, Ali, Baloch and 
Khan, 2010), but also an important indicator in explaining work related outcome at 
the individual level that may have an impact on employees’ job performance, 
turnover, absenteeism and other job-related outcomes (Randall, 1990). However, the 
positive effects of employees’ organisational commitment can be identified through 
their organisation’s CSR programs (Stancu et al., 2011). The finding of this study is 
consistent with the study conducted by Nurn and Tan (2010) whereby, employees of 
CSR organization can be more motivated, committed and able to perform better 






Employees’ perceptions toward organization’s CSR activities have a positive 
relationship with their organizational commitment (Azim, 2016). Employees are 
willing to perform beyond their formal job description when they emotionally 
attached to the organization. At the same time, the employees are also become 
committed and improve their job performance when their organisation practices CSR 
activities that can enhance self-image or sense of fairness (Azim, 2016). Since good 
CSR practices on the part of the organisation are able to enhance its employees’ 
organisational commitment (Backhaus et al., 2002; Turban and Cable, 2003)  many 
organisations are expected to take necessary steps to enhance employees’ 
organisational commitment to improve their employee performance in order to 
achieve competitive advantage (Lok and Crawford, 2004; Yousef, 2000). Thus, it is 
expected that, highly committed employees are more effective, efficient and 
productive with high retention rates. Nevertheless, organisations can use CSR related 
strategies to promote their image and identity (Sen and Bhattacharya, 2001).  
 
According to social identity theory employees tend to identify with a socially 
responsible organization when they perceive that the organisation has an attractive 
image and highly prestigious. In addition organisational identity not only can 
enhance employees’ self-esteem (Ashforth and Mael, 1989; Pratt, 1998; Tajfel and 
Turner, 1986) but also it is an important factor that affects employees’ organisational 
commitment (Pratt, 1998; Meyer and Herscovitch, 2001) because the more they 
identify with the organization, the more they involved in the organization and the 





2007). Furthermore, employees will increase their identification with an organization 
when the organizational values and beliefs match the employee self-identity. A good 
fit between employees and organizational CSR values not only can increase the 
employees’ commitment and satisfaction level but also can reduce turnover rate 
(Ambrose et al., 2008). Moreover, the committed employees feel proud of being part 
of a socially responsible organisation and in return they will perform well. In short, 
employees CSR perceptions will have a positive effect on feelings towards their 
organisation and lead to organisational commitment which subsequently affects their 
performance at workplace (Kopelman, Brief and Guzzo (1990) cited in Zheng, 
(2010)). In other words, organisational commitment plays a mediating role between 
employees CSR perceptions and job performance.  
 
Most studies that connect CSR perceptions with organizational commitment (Ali et 
al., 2010; Brammer et al., 2007; Dhanesh, 2010; Ebeid, 2010; Maignan and Ferrell 
2001; Maignan et al., 1999; Peterson, 2004; Turker, 2009; You et al., 2013; Zheng 
2010) except of few (Ali et al., 2010, Zheng, 2010; Azim, 2016) have viewed  
organisational commitment as a dependent variable rather than mediating variable 
(Riordan et al., 1997; Valentine and Fleischman, 2008). Moreover only a very few 
research discussed the relationship between the variables and there is still a lack of 
evidence to support the assumption that organizational commitment has a mediating 
effect on factors like CSR perceptions and job performance particularly in the 
context of logistics industry. Therefore in the present study, organizational 





performance from the perspective of logistics employees. Thus, the following 
hypothesis H7 was tested to examine the mediating role of organisational 
commitment on the relationship between CSR perceptions and job performance.   
 
H7: Organisational commitment mediates the relationship between employees’ CSR   
  perception and job performance 
        
2.5  CSR in Logistics Industry 
Recently public attention regarding CSR has been turned toward logistics companies due 
to the potential social and environmental impacts caused by the logistics activities 
(Harrison and Van Hoek, 2011). CSR concept has been related to the transportation and 
logistics research for more than a decade (Sohn, Sohn, Klaas-Wissing and Hirsch, 2015). 
Unfortunately, most of the previous studies that related to logistics and CSR are mainly 
discussed reverse logistics and environmental supply chain management, diversity in 
logistics employees and the supply chain, safety elements in transportation and 
warehousing operations, ethical issues in managing buyer-supplier relationship (Leon and 
Juan, 2014), sustainable supply chain management (Seuring and Muller, 2008) and green 
logistics (McKinnon et al., 2010) or environmental sustainable logistics (Lieb and Lieb, 
2010). All these concepts are relating the triple bottom line of CSR with the logistics and 
supply chain functional areas such as purchasing, production and distribution. However, 
the link between logistics and CSR strategies need to be explored further due to the lack 
of uniformity within CSR and the logistics discipline (Piecyk and Bjorklund, 2015). In 





framework due to a lack of recent theoretical and methodological basis of logistics 
research, (Kent and Flint, 1997; Mentzer, Min and Bobbitt, 2004; Selviaridis and Spring, 
2007). 
 
Although the CSR concept has been developed since the early 1970, the application of 
CSR within logistics have only began few years ago (Seuring and Muller, 2008; Ciliberti, 
Pontrandolfo and Scozzi, 2008). According to Leon and Juan (2014), the application of 
CSR in the logistics firms has been changed to a wider concept driven by social 
responsibility (Bowersox, 1998), or known as “logistics social responsibility” (Carter and 
Jennings, 2002; Murphy and Poist, 2002). “Logistics social responsibility” can be defined 
as ‘the socially responsible management of the supply chain from a cross functional 
perspective’ (Carter and Jennings, 2002).This concept suggests that business 
organisations need to “seek socially beneficial results along with economically beneficial 
ones” (Murphy and Poist, 2002).  In other word, operationalize the environmental and 
social dimensions of CSR explicitly accounting for economic performance. In line with 
this, logistics companies are required to provide improved working conditions, employee 
training, diversity, ethics, philanthropy, health and safety and community involvement in 
their socially responsible practices (Poist 1989; Carter and Jennings 2002; Ciliberti et al., 
2008; Carter and Rogers, 2008). By providing safe and improved working conditions, 
organisations could reduce employee turnover and recruitment costs besides reducing 






It is argued that a company can only achieve success in a long term when its obligations 
towards communities, employees, customers, and suppliers are fulfilled (Tong and 
Moussa, 2012). The company’s success can be measured not only by its financial 
performance but also by its social and environmental performance (Markley and Davis, 
2007). Hence, by being socially responsible means that, logistics firms not only 
responsible to fulfill legal requirements but also investing in human resources, the 
environmental quality and the relations with stakeholders (European Commission, 2001).  
 
Studies have shown that, employees feel proud and valued when they working for a 
company that implementing CSR polices (Turban and Greening, 1996; Peloza and 
Hassay, 2006; Rodrigo and Arenas, 2008). This may influence their job performance and 
enhance their self- esteem too. Furthermore, employees feel honored and valued when 
they perceived their company as caring, trustworthy, concern for its employees welfare 
and treats other people with respect (Bies, 2005, Aguilera et al., 2006; Behrend, Baker 
and Thompson, 2009, Rupp, 2011; Bauman and Skitka, 2012). Therefore, it is essential 
for logistics companies to implement CSR strategies that can improve employees’ quality 
of work life as well as their job satisfaction and performance. In fact, increases company 
attractiveness for potential employees and strengthens employees’ organisational 
commitment (Sohn et al., 2015). 
 
Due to globalization, the logistics industry is facing challenging scenario and stiff 
competition due to multiple options and customer services (Seong, 2007). The 





satisfaction (Yee et al., 2008). Satisfied employees are psychologically happy with their 
job and emotionally attached to their organisation. In addition, employee productivity 
will be increased and the turnover rate and absenteeism will be reduced. Job satisfaction 
is considered as the primary reason for employees to deliver quality service to their 
customers and to improve employees’ organisational commitment (Arnett, Laverie, and 
McLane, 2002). Thus, satisfied employees are capable of creating satisfied and loyal 
customers and also lead to better company performance. Thus, logistics in the context of 
service industry explain that there is a positive relationship between employee 
satisfaction and customer satisfaction (Bernhardt et al., 2000; Wangenheim et al., 2007).  
 
However,  Bjorklund (2010), stated that researchers began to show more interest in 
studying the relationship between CSR issues and logistics activities with umbrella term 
such as ‘‘socially responsible logistics,” ‘‘logistics social responsibility’’ (Carter, 2005) 
and ‘‘value chain responsibility’’ (Phillips and Caldwell, 2005). By using the umbrella 
terms, scholars have revealed the CSR contributions in logistics activities that associated 
with environmental damage, child labour, work environment and safety aspect in 
logistics management (Drumwright (1994) cited in Bjorklund (2010)).  
 
CSR is not only important from the marketing and commercial perspective but also from 
the perspective of organisations because CSR enhances employees’ motivation, 
satisfaction, loyalty, commitment to their work and the organisation (Bjorklund, 2010). 
According to psychological research, employees are happy when the corporate values 





Kim, 2014). Realizing the importance of employee for a company success, some logistics 
companies tend to implement CSR initiatives by providing safe and healthy work 
environment with relevant standards because work environment plays a vital role in any 
organisation for employees to decide whether to accept the job as well as remain in the 
organisation (Chi and Gursoy, 2009).  
 
Since logistics firms play an important role in providing value-added services, it facing 
pressures from internal stakeholders, employees, customers, suppliers and surrounding 
community to integrate social responsibility approaches into both business strategy and 
daily operation (Tong and Moussa, 2012). Although many multinational corporations 
adopt CSR activities related to social and environmental issues throughout their supply 
chain process, a gap still exists between the implementation of supply chain sustainability 
in term of theory and practice (Bowen, Cousins, Lamming and Faruk, 2001). Moreover, 
only very few multinational companies really “walk the talk” of social responsibilities in 
their global supply chains (Cramer, 1996; Roberts, 2003). Moreover, logistics managers 
are always facing difficulties in adopting and managing the new trend towards CSR in 
logistics. This is due to the lack of awareness and understanding of how decision 
regarding logistics issues can influence the companies’ social responsibility. Thus, 
logistics managers need to identify and understand the relationship between logistics 
changes and CSR (Bjorklund, 2010). However, the top management has the rights to 
decide the implementation of environmentally sustainable initiatives throughout the 
supply chain processes particularly in determining before or after the government 





determining their company’s CSR initiatives based not only on internal activities but also 
on their relationship with external stakeholders such as customers, suppliers, and 
government agencies (Carter and Jennings, 2002).  
 
Aronsson and Brodin, (2006) in a study found that, environmental issues have always 
been neglected because companies are more concern on lower cost and shorter lead time 
for operational effectiveness. It was supported by Mustaffa and Potter, (2009) whereby 
the cost issue become the main factor in the growth of 3rd Party Logistics (3PL) in 
Malaysian logistics industry as the logistics companies are putting more emphasis on lead 
time reduction and cost reduction. In other word, Malaysian firms are more focus on 
maximizing profit in short term without considering the sustainable development issues 
related to society, community and environment. Apart from that, academic research 
carried out within logistics field is still relatively limited (Murphy and Poist, 2002; Carter 
and Jennings, 2004; Lee and Seo, 2017). The literature on CSR dimensions within 
logistics and its effects on stakeholders have not been thoroughly investigated (Sohn et al., 
2015). In addition, there is hardly any research that combines CSR perceptions, job 
satisfaction and organisational commitment to examine their relationship with job 
performance particularly from the perspective of Malaysian logistics companies. 
Moreover this study is relevant as in Malaysia the CSR concept and practice is still new. 
Therefore, more research is needed to identify the CSR strategies and practices in 
logistics business organisations especially in Malaysia. Thus, the effect of job satisfaction 
and organisational commitment between employees’ CSR perceptions and job 








3.1  Introduction 
This chapter outlines the details of the methodological procedures adopted in this study. 
This includes research design, measures and instruments, data collection procedures, 
population and sampling method, reliability and validity of instruments and brief 
discussion of the analysis methods involved in this research.  
 
3.2  Research Design 
A research design is the specification of methods and procedures for acquiring the 
information needed. It is the overall operational pattern or framework, of the project that 
stipulates what information is to be collected from which sources by what procedures. If 
it is a good design, it will ensure that the information obtained is relevant to the research 
questions and that it was collected by objective and economical procedures (Green, Paul 
and Tull, 1975). Generally, there are two main methodological approaches to data 
collection and analysis which are qualitative and quantitative approach. This study 
adopted quantitative research approach to examine job satisfaction and organisational 
commitment on the relationship between CSR perceptions and job performance.  
 
Quantitative research is based on theoretical assumptions of positivist paradigm which 
assumes that social reality has an objective ontological structure and individuals are 





In other words, positivist paradigm assumes that there is an objective truth existing in the 
world that can be measured and explained scientifically. The main concerns of the 
quantitative paradigm are that measurement is reliable, valid, and generalizable in its 
clear prediction of cause and effect (Cassell and Symon, 1994). Besides that, by using the 
quantitative approach, researchers can view and analyse the communication process 
without contacting actual individuals involved in communication (Ting-Toomey, 1984). 
In addition, quantitative methods enable researcher to use smaller groups of people to 
represent larger groups (Holton and Burnett, 1997) and the research problem can be 
analysed in a very specific terms (Frankfort-Nachmias and Nachmias, 1992). Quantitative 
research clearly specifying the dependent and independent variables used in an 
investigation (Matveev, 2002) and it involves statistical analysis of numerical data 
(Smith, 1988). Data analysis for quantitative research is basically conducted to test 
hypothesis, achieve research objectives, identify causality issues and reduce subjectivity 
of judgment (Kealey and Protheroe, 1996).  
 
With regard to this, cross- sectional study design approach is applied in this study. Cross-
sectional study is a research tool used to capture information based on data gathered for a 
specific point in time (Mann, 2003). Data is often collected from a large number of 
participants with different characteristics and demographics. Cross sectional studies have 
mostly been done using questionnaires (Mann, 2003). Cross sectional studies are usually 
quick and inexpensive to perform (Mann. 2003; Trochim, 2006). In addition, no follow- 
up needed and fewer resources are required to conduct the study (Mann, 2003). 





cross-sectional research provides important data that informs all kinds of actions. The 
research findings help remove assumptions and replace them with actual data on the 
specific variables studied during the time period accounted for in the cross-sectional 
study. Thus, this approach is the most appropriate method for this study to gather 
information from logistics companies in Malaysia. 
 
 
3.3  Operational Definition and Instrumentation  
This study used Likert scale to measure all the variables. Likert scale is a commonly used 
psychometric scale in questionnaires to gather information in the field related to social 
sciences, marketing, medicine, emotions, attitudes, opinions, personalities and 
environment of people. Likert scale is designed to measure direction of attitude whereby 
respondents need to indicate a degree of agreement or disagreement for the given 
statements using options such as (1= strongly disagree, 2 = disagree, 3 = somewhat 
disagree, 4 = neutral, 5 = somewhat agree, 6 = agree, 7 = strongly agree). Participants of 
this study were asked to indicate their level of agreement or disagreement with the 
question or statement regarding perceptions of their company’s CSR activities, 
organisational commitment, job satisfaction and job performance. The internal 
consistency reliability value for the instrument is gauged based on the results in previous 
studies. Cronbach’s alpha obtained for the measures were 0.86 for CSR perceptions 
(Maignan and Ferrel, 2001), 0.87 for job satisfaction (Munir and Khatoon, 2015), 0.82 – 
0.93 for organisational commitment (Mowday et al., 1982) and 0.91 for job performance 
(William and Anderson, 1991). Alpha of 0.7 or above is normally considered as 






CSR perception refers to personal evaluations and interpretations of a company’s 
social activities at the individual level (Brammer et al., 2007). Employees’ CSR 
perception is their own internal cognition of the organisation. This cognition 
serves as reference point in employees’ evaluations of an organisation’s 
involvement in CSR programs. The formation of employees’ attitudes and 
behaviours is suggested to derive from such cognitive processes (Breckler 1984; 
Crites, Fabrigar and Petty, 1994). This study measured employees’ CSR 
perceptions based on Maignan and Ferrel’s (2001) scale. This scale is well 
integrated with widely accepted four-part Carroll’s (1991) CSR model and more 
suitable instrument for this study as it assesses organisation’s responsible 
activities from employees’ perception. Participants are asked to evaluate the 
socially responsible activities of their organisation according to the four CSR 
categories (economic, legal, ethical and philanthropic responsibilities) as 
proposed by Carroll (1991). The CSR perceptions were gauged by 18 items.   
Sample items are “managers of this organisation try to comply with the law” or 
“our company seeks to comply with all laws regulating hiring and employee 
benefits” or “internal policies of our company prevent discrimination in 
employees' compensation and promotion” or “our company supports employees 
who acquire additional education” or “flexible company policies enable 
employees to better coordinate work and personal life”. According to Alicia 
(2012), this scale generally has high reliability coefficient alpha value of 0.86 





employees’ CSR perceptions are measured using seven-point likert scales, with 1 
representing strongly disagree to 7 representing strongly agree. 
                                                                                                                                   
Job Satisfaction 
Job satisfaction can be defined as a positive emotional state arising from one’s 
evaluation of work experience (Locke 1976). The experience includes one’s job 
characteristics at work place and it depends on various related elements between 
an individual and work. It has been used to relate to the perception of an 
individual towards his/her organisation’s performance (Koh and Boo 2001, 
Valentine and Fleischman 2008) and individual’s behaviour at work (Gonzalez 
and Garazo 2006; Maharaj and Schlechter, 2007). The socially responsible 
activities of an organisation have a direct effect on the job attitude and behaviour 
of its employees who may react based on their perception of the organisation 
(Rego et al., 2010; Tziner et al., 2011).  
 
According to Weiss (2002) job satisfaction is difficult to measure because it is 
based on overall judgments about jobs, affective experiences at work and beliefs 
about job satisfaction. However, the job can be evaluated from various criteria, 
depends on the organisation’s working environment. As satisfaction sources the 
inventory of the work environment characteristics have often been proposed 
theoretically (Herzberg, 1966; Locke, 1976) and empirically (Minnesota 
satisfaction questionnaire, Weiss, Dawis, England and Lofquist, 1967). Job 





developed by Brayfield and Rothe (1951) which was also used by Tzai (2009), 
Zheng (2010) and Low, Ong and Tan (2017) in their CSR studies.  The job 
satisfaction index of Brayfield and Rothe (1951) is more suitable for the present 
study because it was developed to provide a global appraisal of job satisfaction 
which applicable within different field of occupational categories (Munir and 
Khatoon, 2015). This instrument is an attitude scale and a self-report instrument 
with 18 items about individual’s work attitude toward his work such as “I feel 
fairly well satisfied with my present job” or “I enjoy my work more than my 
leisure time” or “I like my job better than the average worker does”. A seven-
point Likert scale was used (ranging from 1 strongly disagree to 7 strongly agree) 
to measure each of the 18 job satisfaction items. Initially the reliability of this 
instrument was 0.77, however after using the well-known Spear- man-Brown 
formula it was corrected to 0.87(Munir and Khatoon, 2015). 
 
Organisational Commitment 
Past researches have shown that a cmpany’s CSR activities will have a significant 
positive effect on its employee’s organisational commitment (Brammer et al., 
2007). According to Steers (1977), organisational commitment is a concept that 
explains an individual’s identification with and involvement in an organisation. 
Meanwhile, affective commitment, continuance commitment and normative 
commitment are the main component of organisational commitment (Meyer and 
Allen 1991). Affective commitment is based on personal identification while 





Besides, normative commitment is based on organisational socialization and 
feeling of obligation. Among them affective commitment is more important in the 
attitudinal research because it is based on psychological attachment (Ibid). 
 
Studies conducted by Moskowitz (1972); Turban and Greening (1996); Albinger 
and Freeman (2000); Greening and Turban (2000); Backhuas et al. (2002); 
Peterson (2004); Dawkins (2004) and Cotterill, 2007) stated that corporate social 
contribution enable an organisation to recruit or attracts excellent candidates and 
improve the commitment level of existing employees. The most popular research 
instrument to measure organisational commitment is developed by Mowday, 
Porter and Steers (1979, 1982) which focus mainly on questionnaires associated 
with affective commitment (Meyer and Allen, 1991).  
 
For this study the instrument was adopted from Mowday et al., (1979) which was 
also used by Huselid and Day (1991) and Turker (2008). This instrument 
measured on 7 point Likert scale (1 for strongly disagree and 7 for strongly agree) 
and consists of 15 items to measure employees' attitudinal commitment to their 
organisations such as “I am willing to put in more effort than that normally 
expected in order to help this organisation be successful” or “I would accept 
almost any type of job assignment in order to keep working for this organization” 
or “I am proud to tell others I am part of this organization” or “I find that my 





organization to my friends as a great organization to work for”. The Cronbach’s 
alpha value of this instrument is lie between 0.82 and 0.93 (Mowday et al., 1982).  
 
Job Performance 
Job performance is defined as the extent to which an employee successfully 
completes the given tasks as needed in his or her job (Byars and Rue, 2006). In 
other words, job performance is a measure of how well an employee meets the 
standards that are required on a particular job (Dessler, 1983) over a stipulated 
time frame (William, 1998). Employees’ attitude, behaviour and performance are 
mostly influenced by their organisational CSR practices (Aguilera et al. (2006). 
Moreover, studies have proven that, employees are able to perform beyond the 
formal job requirement when they believe that they can benefit from their 
organisation‘s CSR activities. The activities also can benefit the company and its 
people (Eisenberger, Armeli, Rexwinkel, Lynch and Rhoades, 2001; Organ, 
Podsakoff and MacKenzie, 2006). 
 
This study adopted the instrument of Williams and Anderson (1991) to measure 
employee job performance. Although the instrument consists of 7 items, one of 
the items that have overlapping meanings has been dropped from the performance 
measure, thereby resulting in 6 items to measure the performance, for example, 
“adequately complete assigned duties” or “engage in activities that will directly 
affect my performance evaluation” or “able to perform tasks as expected” or 





aspects of the job that I am obligated to perform”. The items were measured using 
7 point Likert scale ranging from 1= strongly disagree to 7= strongly agree. 
William and Anderson (1991) reported the reliability of this scale at 0.91.  
 
3.4  Data Collection, Population and Sample 
3.4.1  Data Collection  
Both primary and secondary data were used in the present study in order to find 
sufficient and relevant information. The primary data for this study were obtained 
by sending structured questionnaires. The areas covered in the questionnaire 
divided into four main parts which are employees’ CSR perceptions, job 
satisfaction, organisational commitment and job performance. Moreover, contents 
of the questionnaire are mainly adopted from past studies which consist of five 
main parts, section A, B, C, D and E. Section A contains questions regarding 
respondents’ perceptions towards their organisation’s CSR activities; section B 
contains questions that measure respondents’ job satisfaction; section C contains 
questions that related to respondents’ commitment towards their organisation and 
section D contains questions which measure respondents’ job performance (refer 
Appendix B). Meanwhile, section E contains respondents’ background 
information on age, gender, level of education, length of service, position and 
income. The survey which comprised of 57 questions was expected to take 






The secondary data for this study were collected from books, journal articles, 
annual reports, newspapers, magazines, press releases and internet in order to gain 
a better understanding of the impact of CSR on employees’ behaviors as well as 
underpinning theories and methodology used in this study. Meanwhile the 
primary data for this study were gathered through survey because survey results 
from a smaller sample can be generalized to a larger population (Banerjee and 
Chaudhury, 2010). Basically, surveys are used to collect data from many 
respondents rather than used for one or very few individuals (Ibid). Thus, for this 
study mail survey with questionnaires was used for data collection because the 
mail survey instrument is convenient for respondents and they can fill up the 
survey form whenever free (Walonick, 1997- 2010). Furthermore, mail surveys 
are an inexpensive means of collecting large quantity of data from a large sample 
of a population.  
 
In the initial stage of data collection, letter requesting permission to conduct 
survey was sent via email to the human resource manager of each listed logistics 
company in west Malaysia. The letter briefly explained the purpose of the study 
and the methodology used in the study. Among the companies only ten companies 
responded and gave their permission to conduct the survey. After getting approval 
from the management of respective companies, all the survey forms were posted 
to them. The survey included a consent cover letter that highlighted the purpose of 
the survey and ensured the participants that their responses would remain 





participants to answer all the survey questions honestly and stressed them that 
there was no right or wrong answer. All the respondents were given a ball pen as 
a complement to motivate them to participate in the survey. 
 
3.4.2  Population  
Population can be explained as the aggregation of elements from which the 
sample is actually selected (Babbie, 2004). The population of this study consists 
of all employees working with the listed logistics companies that practicing CSR 
in west Malaysia. Ten listed companies with adequate CSR policies from logistics 
industry were identified for this study via purposive sampling. Logistics industry 
is one of the fastest growing industries in Malaysia which has contributed 
substantial amount to Malaysian GDP (Hamid, 2016). However, this industry has 
not been given adequate attention in the past studies. Since the present study is 
mainly focused on the effects of employees' CSR perceptions on employees 
attitudes and behaviours, thus those logistics companies are suitable for this study 
because the companies already practicing CSR.  
 
Since the complete coverage of the populations was not possible, a subset of the 
population was selected and purposive sampling method was used to select the 
CSR implementing companies. Moreover, it has not been possible to complete a 
list of the listed logistics companies’ sampling frame because there is lack of 
sources to provide a list of all logistics organisations that conducting CSR 





prevent the disclosure of their employees’ data such as names, addresses and 
contact numbers. As shown in table 3.1, from the total of 23 listed logistics 
companies only ten companies were willing to participate in the survey. The rest 
of these companies either declined to participate or did not respond. Due to time 
and money constraints a sufficient number of participants were selected only from 
the 10 logistics companies. Therefore, the employees of these ten organizations 





         Selection of Sample 
Selection of 10 logistics companies  
Items  Number  
Total number of companies listed in Bursa Malaysia  929 
Number of logistics companies providing integrated 
logistics services 
23 




The ten selected logistics companies are Konsortium Logistik Berhad, Global 
carriers Bhd, Malaysia International Shipping Corporation Berhad, Century 
Logistics Holdings Bhd, NCB Holding Berhad, See Hup Consolidated Berhad, 
POS Malaysia Berhad, Freight Management Holdings Bhd, Trans-Asia Shipping 
Corporation Berhad  and Westport Holdings Bhd. All these companies are 
providing integrated logistics services such as warehousing, transportation, 
distribution (Century Logistics Holdings Bhd, See Hup Consolidated Berhad and 





(Konsortium Logistik Berhad, Global Carriers Bhd and Trans-Asia Shipping 
Corporation Berhad); distribution, container haulage, multimodal international 
freight services, customs brokerage, conventional trucking services and terminal 
operation (MISC Berhad, NCB Holding Berhad, Freight Management Holdings 
Bhd and Westport Holdings Bhd). All these companies are concerned about social 
and environmental protection as well as employees’ wellbeing. All these selected 
logistics companies give top priority to workplace health and safety by 
implementing occupational safety and health policies that help workers to manage 
specific hazards associated with their job.  
 
Furthermore, the management of these companies stresses the reduction of waste 
materials and reuse and recycling as part of business operation while complying 
with all relevant environmental statutory regulations to ensure the safety of their 
employees, customers and the surrounding community. The companies also 
regularly provide various training for their employees to develop and upgrade 
their skills. The companies also carry out programs to create employees’ 
awareness on the social and environmental responsibilities. In this regards, the 
management of these companies continuously monitor the impact of their 
operational activities on the environment to avoid air, water and noise pollution. 
Apart from that, the companies used to organize various sports and recreational 
activities for their employees and they encouraged them to participate in such 
activities to maintain a healthy lifestyle. Moreover, indoor and outdoor games 





opportunity to foster strong and positive working relationship amongst the 
employees. Besides that, the management of the ten selected companies 
considered annual dinners, family days, outings and festive celebrations as a part 
of their CSR program. They believe that the company events are organized to 
understand and appreciate their employees and to build a communication bridge 
between management and the staff.  
 
The companies are not only care about their employees but also the surrounding 
community and the society. Their annual report reveals that, they regularly carry 
out community related programs from religious activities to recreational and 
social integration programs to support the community and the society. These 
includes, contributions in the form of monetary donations to schools as well as 
charities, welfare and religious organisations, providing scholarships and loan 
facilities to qualified employees’ children to pursue further studies in Malaysian 
public or private universities, launching blood donation campaign, giving support 
to victims of natural disasters and also under-privileged. 
 
Furthermore, the ten selected logistics companies are listed in Bursa Malaysia and 
are implementing CSR initiatives. Study by Tsang (1998) revealed that the large 
and medium-sized companies are usually disclosed of their CSR practices 
compared to small companies. In addition, larger corporations in general can 
generate higher profit from its business and able to contribute to the society’s 





more operational activities and therefore these activities have a greater impact on 
society. Besides, activities of large organisations are constantly being monitored 
by various groups in society and thus, these firms face greater pressure to report 
their CSR activities in order to become more socially responsible (Cowen, Ferreri 
and Parker, 1987).  
 
3.4.3  Sample  
This study utilizes a non-probability sampling method namely purposive 
sampling, which is also known as judgmental sampling. Purposive sampling 
enables researchers to use their judgments in selecting cases that enable them to 
answer their research questions and to meet their objectives. This type of sample 
is usually used when working with small samples such as in case study research 
and when the researcher wants to choose cases that are particularly informative 
(Neuman 2005). In other words, purposeful sampling involves the selection of 
subjects based on their perception towards the characteristics of the subjects. The 
justifications for using purposive sampling in this study are that the random 
sampling method produced to a very low response rate among Malaysian 
companies that had been participated in previous research (Idris, Dollard and 
Winefield 2010). Furthermore, the purposive sampling technique can increase the 
accuracy of the results and at the same time reduce the costs and also facilitate 






The unit of analysis in the present study is the employees of listed logistics 
companies in west Malaysia. These employees hold diverse hierarchical positions 
in the organisation i.e. from clerical workers to managers. However, this study did 
not include the top management, especially board of directors, chief executives 
and managing directors of participating companies because they play an important 
role in implementing CSR strategies in the organisations and also they have the 
decision making authority (Furrer, Egri, Ralston, Danis and Reynaud, 2010). 
Furthermore, top management teams are very busy and usually lack sufficient 
time to perform critical job demands, let alone respond to survey questionnaire. 
Some of the top executives may not even be interested in participating in the 
surveys or may not respond due to a company policy against returning 
questionnaires (Baruch, 1999). On the other hand, employees are more likely to 
perceive and react to the company’s CSR initiatives because employees are less 
likely to be involved in CSR policy implementation and defend corporate culture 
compared to the top management team.  
 
The main reason for selecting these 10 companies was that all these companies 
were listed in Bursa Malaysia, implementing CSR initiatives and the employees 
of these organizations are aware of their company's CSR activities. The total 
number of employees in the 10 companies was 38,217 and the data were collected 
from the employees of ten organisations. According to Saunders, Lewis and 
Thornhill (2007), if the population of a study is between 10,001 - 100,000, the 





features of a study design that can influence the detection of significant 
differences, relationship or interactions (Peers, 1996). In order to reduce the 
sample sizes error and take care of the non-response problem, the sample size 
were doubling and round up to 810 (Hair, Wolfinbarger and Ortivian, 2008). Out 
of 810 questionnaires distributed 432 were returned for a response rate of 53.3%. 
However, only 424 questionnaires or 52.3% were properly completed, usable and 
valid for the analysis of this study (see Table 3.2). According to Rubin and Babbie 
(2010) a survey response rate over 50% is considered good and desirable. 
However, the data collection took almost three months between December 2013 
and February 2014 after a series of follow up during the period. 
 
         Table 3.2 
 
                  Distribution of Questionnaires 
Distribution of questionnaires  
Items  Number  
Questionnaires distributed  810 
Total response  432 
Unusable response  8 
Usable response  424 
Total response rate 53.3% 
Usable response rate 52.3% 
 
 
Due to the use of a purposive sample, the results from the present study are 
generalizable to only listed logistics employees working in west Malaysia and to 







3.5  Reliability and Validity 
Reliability can be used to assess the consistency of results and accuracy of representing 
the total population of the study (Joppe, 2000). A research instrument is considered to be 
reliable if the results of a study can be repeated using a same methodology (ibid). In 
addition, Sekaran (2005) mentioned that a questionnaire is more appropriate to measure 
the variable if reliability coefficient value is close to 1.0. On the other hand, 
appropriateness to measure the variable is poor when the reliability coefficient value is 
below 0.60. However, values in the range of 0.70 are at acceptable level and more than 
0.80 is considered as a good value (Sekaran, 2005). However, it is possible to have a 
survey instrument that has high reliability but low validity (Gerlach, Adam, Marschke 
and Melfsen, 2008). 
 
Validity is one of the most important factors that need to be considered in quantitative 
research. Validity determines whether the research really measures what it was supposed 
to measure or how truthful the research findings are. Validity can be determined by 
asking sets of questions and the answers are compared with the studies conducted by 
others (Joppe, 2000). Wainer and Braun (1998) describe the validity in quantitative 
research as “construct validity”. The construct is the basic concept, notion, question or 
hypothesis that determines which data need to be collected and how to collect it. Usually 
researchers determine the cause and effect of interaction between variables and data to 
ensure the validity of their findings by using statistical or numerical analysis. However, 
validity of the measuring instruments of this study was content validity. Content validity 





be first step during establishment of the relationship between the construct and its 
measuring items. Content validity is assessment of the degree of correspondence between 
the items selected and construct through e.g. rating by experts, judges and pre-tests with 
multiple subpopulation or other means (Hair, Black, Babin, Anderson and Tatham, 2006). 
Without content validity the measurement scale cannot possess construct validity (Garver 
and Mentzer, 1999).  
 
3.6  Pilot Study  
Studies suggest that using of a pilot study or established measures would be more to 
appropriate to test the accuracy, consistency, validity and reliability of questionnaires in a 
survey (Nardi, 2003). Therefore, pilot study was executed to evaluate the reliability and 
validity of the instrument used in this study. Furthermore pilot study conducted to 
identify whether the respondents understand and read through all the questionnaires to 
which they are expected to answer (Brislin, 1980). This is to find out whether the 
respondents have any difficulties in answering the questions in term of format, wording 
and clarity of questions. In addition, the amount of time needed to complete all the 
questions in the survey was also assessed.  
 
The pilot study is conducted not only to assess the practicality but also ensure the 
technical quality of the research design, data collecting methods and alternative measures 
such as the consistency and appropriate statistical and analytical procedures to use in the 
main study. Besides, all the potential problems identified in the pilot study will be 





using the preliminary version of questionnaires one month before the final version. The 
questionnaires were distributed to 25 employees who working in listed logistics 
companies in Kuantan to identify possible weaknesses in the survey questionnaire. With 
regard to this, participants felt that the questionnaires particularly in section A, B, C and 
D should be in both English and Malay version for a better understanding. Thus, their 
feedback and comments were considered and necessary modifications were made to the 
final version of survey form to establish its content validity. However, data collected 
during the pilot study were not included in the final study. 
 
3.7  Techniques of Data Analysis   
Data for this study were analyzed using the Statistical Package for Social Science (SPSS) 
version 24.0 and Partial Least Squares Structural Equation Modeling (PLS- SEM). The 
software used in the present study was Smart PLS version 3.0. PLS is considered as a 
well-known second generation structural equation modeling (SEM) technique particularly 
in recent years. In addition, PLS is a suitable application for organizational studies 
because it can produce more precise calculations of mediation (Chin, Marcolin and 
Newsted, 2003) and moderation effects (Chin, 1998). The PLS can be applied to 
investigate a relatively new phenomenon and it places minimal restrictions on sample 
size than other methods. Unlike other SEM techniques PLS does not require any 
normality distribution assumptions (Hulland, 1999) because it handles non-normal data 
relatively well through bootstrapping procedures (Chin 1998a; Efron, 1988). Besides that, 
PLS analysis can evaluate a theoretical structural model and a measurement model 





measures or formative measures. However, PLS-SEM is capable of handling both 
reflective and formative measures simultaneously (Chin, 1998). The reflective measures 
involved internal consistency reliability, convergent validity and discriminant validity 
while formative measures involved convergent validity, issues on collinearity and 
significance and relevance of formative indicators.  
 
Prior to PLS analysis, exploratory factor analysis (EFA) analysis was conducted to 
identify how many factors are needed to best represent the data and to identify the nature 
of the constructs influencing a set of responses (Hair, Black, Babin and Anderson, 2010). 
Factor analysis in the present study was conducted using the principal axis factoring 
method. During the factor analysis, few criteria such as eigenvalues and scree test were 
considered when making factor extraction decisions. In other words the number factors to 
be retained were based on the factors with eigenvalues greater than 1 and also optimum 
number of factors shown by scree test. Meanwhile, the Ortogonal approach, varimax was 
used for this study as it considered most appropriate method for data reduction process. 
Value of factor loadings of .50 and higher are considered practically significant. However, 
loadings between .30 -.40 are acceptable for factor interpretation. Meanwhile, 
communalities value greater than .50 was retained in the analysis. 
 
 3.7.1  Data Screening and Analysis  
For this study about 424 dataset were coded and saved into SPSS version 24.0 
statistical package and analyzed by using Smart PLS. Prior to data analysis, data 





missing data were identified and treatment was performed through SPSS by 
replacing them with mean and median. Missing data is a problem especially with 
multivariate modeling because these data can lead to erroneous results. Thus, 
variables with high missing value should be deleted from the analysis (Hair et al., 
2010). After missing data process, analysis was continued with data screening for 
multivariate outliers by calculating Mahalanobis Distance for each respondent. 
Values that are considered as multivariate outliers were removed from analysis 
because they can distort the overall results (Tabachnick and Fidell, 2007).  
 
3.7.2  Descriptive analysis 
Since descriptive analysis is important in data cleaning, it was performed using 
SPSS statistics. For this analysis, mean, median, mode, standard deviations and 
frequencies were used to analyze the variables and to measure the respondents’ 
background information such as gender, age, education, position, length of service 
and monthly income.  
 
3.7.3  Assessment of Normality 
Besides that, data of this study were assessed to test the normality of distribution. 
It is important to test the shape of the data distribution of variables used in the 
analysis because both factor analysis and structural equation modeling required 
variables to be normally distributed (Tabachnick and Fidell, 2001; Kline, 2005; 
Hair et al., 2006). Generally, normality consists of univariate and multivariate 





and kurtosis test. Skewness can be described as a measure of symmetry of the 
probability distribution. A positively skewed distribution indicates a right-skewed 
with few values that relatively large while a negatively skewed distribution 
indicates a left-skewed distribution with relatively small values. Meanwhile, 
kurtosis measures whether the distribution of data are peaked or flat compared 
with the normal distribution. A positive kurtosis values explains a relatively 
peaked distribution while a negative kurtosis indicates a relatively flat distribution. 
The zero value of skewness and kurtosis indicates a normal data distribution. 
However, value of ± 2.58 at the probability level of 0.01 and ± 1.96 at the 
probability level of 0.05 are considered as problematic and non-normal data thus 
need to be rejected the normality assumption (Hair et al., 2010). 
 
3.8  Assessing the Structural Model Validity and Reliability 
This study demonstrates statistical techniques to assess the validity and reliability of the 
structural model. Several statistical tests such as convergent validity, discriminant 
validity and composite reliability through Smart-PLS were conducted to assess the model 
validity and reliability.  
 
3.8.1  Convergent validity 
Convergent Validity can be defined as items that are indicators of a specific latent 
construct converge or share a high proportion of variance in common. In other 
words, indicators that converge on a common point have a high value of factor 





loadings, average variance extracted (AVE) and reliability. To assess the 
convergent validity of the model, the standardized loading estimates or 
standardized regression weights should be examined and the value must be at 
least 0.5 and ideally 0.7 or above while AVE should be 0.5 or higher to indicate 
adequate convergent validity. Items with low loadings should be deleted. In 
addition, AVE estimates should be greater than the square of the correlation 
between that factor and other factors to suggest discriminant validity.  
 
3.8.2  Discriminant Validity 
Discriminant validity is the extent to which a construct is truly unique and 
significantly different from other constructs. It can be assessed by comparing the 
correlation squared of any two constructs with the average variance extracted 
(AVE) of these two constructs (Hassan, Walsh, Shiu, Hastings and Harris, 2007; 
Walsh, Beatty and Shiu, 2009). There are several method to evaluate discriminant 
validity between constructs like conducting a paired construct test (Joreskog, 
1971), conducting a multi-trait multi-method construct evaluation or applying the 
Fornell and Larcker (1981) technique. However, for this study Fornell and 
Larcker’s technique was adopted to evaluate the Discriminant validity whereby 
average variance extracted (AVE) is compared with the correlation squared of the 
interrelated variables. The average variance extracted indicates the average 
percentage of variation explained by the measuring items of a latent constructs. 





that the measured variables have more in common with the construct they are 
associated with than they do with any other constructs.  
 
Discriminant validity assessment is very important because if a factor analysis is 
misinterpreted and the discriminant validity is not evaluated, then the scales of 
measurement used in a study may not work correctly and lead to incorrect results 
regarding the relationship between constructs. Moreover, discriminant validity 
need to be assessed whenever there is a high construct inter-correlation 
particularly to give more confidence in research findings (Farrell, 2009).  
   
3.8.3  Composite Reliability 
The composite reliability explains the reliability and consistency of a latent 
construct. The readings of composite reliability of all exogenous latent constructs 













DATA ANALYSIS  
 
4.1  Introduction 
This chapter discusses the results of the secondary data analysis related to the study of the 
mediating effects of job satisfaction and organisational commitment on the relationship 
between CSR perceptions and job performance. These including description of 
respondents’ demographic profile,  data screening, factor analysis, validity and reliability 
test such as convergent and discriminant validities, Average Variance Extracted (AVE), 
composite reliability, matrix of correlation among independent and dependent variables, 
hypotheses testing, hypotheses results and also explains the mediating effects of job 
satisfaction and organisational commitment.  
 
4.2  Demographic Profile of Respondents 
This section describes the demographic profile of the respondents from ten logistics 
companies. The respondents’ profiles are analyzed according to the gender, age, 
education level, position, service and income. The respondents' descriptive statistics 
regarding their demographic profile is presented in Table 4.1. From the total of 421 
respondents, 283 (67.2%) are male while the remaining 32.8% are female. In term of age, 
60.3% of respondents are aged between 20 and 39 years while 31.8% are aged above 40 
years. Meanwhile, the majority of respondents have completed secondary and diploma. 
36.1% and 23.8% of respondents are diploma and degree holders respectively. However, 








Demographic Profile of Respondents 
 
Demographics Frequency Valid Percent 
Gender   
Male 283 67.2% 
Female 138 32.8% 
Age   
<20 33 7.8% 
20-29 137 32.5% 
30-39 117 27.8% 
40-49 86 21.4% 
>49 48 11.4% 
Educational       
Secondary 113 26.8%  
Diploma 152 36.1%  
Bachelor degree 100 23.8%  
Master degree 35 8.3%  
Other qualifications 21 5%  
Position     
Manager  59 14%  
Executive 176 41.8%  
Non- Executive 186 44.2%  
Service      
<1 years 15 3.6%   
1-5 years 142 33.7%   
6-10 years 149 35.4%   
>10 years 115 27.3%  
Income      
< RM1000 2 0.5%  
RM1000 - RM2000 173 41.1% 
RM2001 - RM3000 116 27.6% 
RM3001 - RM4000 92 21.9% 





Besides, the majority of respondents are executives (41.8%) and non-executives (44.2%). 
However, only 59 (14%) of the respondents are managers. With regard to the length of 
service, about 115 (27.3%) of the respondents have been working for their company for 
more than 10 years. In fact, majority of the respondents (62.7%) have been working for 
the company for more than 5 years. In term of monthly income, about 173 (41.1%) of 
respondents are earning RM1,000 - RM2,000 per month, followed by 27.6% in the 
income group of RM2,001-RM3,000. Meanwhile, 92 (21.9%) of them are earning 
RM3,001- RM4,000 per month and only 9% of the respondents are earning income above 
RM4,000 per month.  
 
4.3  Data Screening and Analysis 
A total of 810 questionnaires were sent out to the ten listed logistics companies in west 
Malaysia. Out of 810 questionnaires distributed, a total of 432 responses were received 
which constitutes to 53.3% response rate. However, only 424 questionnaires or 52.3% 
were properly completed, usable and valid for the analysis of this study. The collected 
424 data were saved into SPSS (Statistical Package for Social Science) version 24.0 and 
analyzed by using Smart PLS version 3.0. The SPSS analysis includes coding, editing 
and checking missing data. Meanwhile, data for this study were screened using 
descriptive statistical techniques for easy interpretation (Corston and Colman, 2003). 
During the data screening process, 3 outliers were identified and removed from the 
analysis. Thus, the final data set for this study were 421 as presented in Table 4.2 (refer 






As a part of the data screening process, skewness and kurtosis statistics were conducted 
to test univariate normality computations using z-scores. Results in Table 4.2 shows that, 
most of the variables for skewness and kurtosis value, falls above the ± 2.58 range. Z-
score skewness of more than 2 or 3 is considered as non-normal data, therefore, those 
values that above 2 were transformed using descriptive themes (Cdfnorm). The 
transformed data were then used in exploratory factor analysis (EFA) and structural 
model. 
 
4.4  Factor Analysis 
Factor analysis in the present study was conducted using the principal axis factoring 
method. During the factor analysis, the number factors to be retained were based on the 
factors with eigenvalues greater than 1 and only six factors that have eigenvalues greater 
than 1 were retained for further analysis. Meanwhile, based on the EFA results, items 
with low loading and cross-loading were removed from the analysis (refer appendix D). 
After removing the cross loading items, the data were then analysed using Smart PLS.  
Furthermore, Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy was used to 
evaluate the appropriateness of factor analysis. As shown in Table 4.3, the value of KMO 
is 0.867. The value close to 1 is considered as a better value because the recommended 
minimum value of KMO is 0.6. The table also shows the significant value of Bartlett’s 










KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy 0.867 
 





4.5  Descriptive Analysis of Variables 
A descriptive analysis was conducted through SPSS to ensure all the data were free from 
error. Besides confirming error free data, descriptive analysis also used to calculate 
Cronbach alpha. The Cronbach’s Alpha testing was used to ascertain the reliability of the 
questionnaire as an instrument to measure the variables used in this study, CSR 
perceptions, organisational commitment, job satisfaction and job performance. 
Cronbach’s alpha is an instrument commonly used by the organisational cultural 
researchers to test reliability. Based on Sekaran (2005) point of view, the value of 
reliability coefficient close to 1.0 is more appropriate for a questionnaire to measure the 
variable. Meanwhile, value of reliability coefficient below 0.60 has poor reliability. 
However, value of 0.70 is an acceptable level and values of 0.80 and above are great. As 
presented in Table 4.4, the Cronbach alpha readings of each construct above 0.60 
indicating that the values are at acceptable level. For example, Cronbach’s alpha of CSR 
perceptions is 0.817, however the value is less than 0.86 which obtained by Maignan and 
Ferrel (2001). Meanwhile, alpha value of organisational commitment is 0.850, which is at 
acceptable range like achieved by Mowday’s (1982) between 0.82 - 0.93. Similarly, job 





value obtained by Brayfield and Rothe (1951) at 0.87. Initially the reliability of this 
instrument was 0.77, however after using the well-known Spear- man-Brown formula it 
was corrected to 0.87. (Munir and Khatoon, 2015). For job performance, the alpha value 
is 0.783 which is less than 0.91, value of William and Anderson (1991). However, all the 
Cronbach alpha readings of this study as presented in the Table 4.4 are at the acceptable 
range and indicating adequate levels of internal consistency.  
 
The Table 4.4 also shows the means and standard deviations for CSR perceptions 
(mean=4.842 and SD=0.648); organisational commitment (mean=4.506 and SD=0.867); 














CSR Perceptions  18 4.842  0.648 0.817 
Organisational Commitment  15 4.506  0.867 0.850 
Job Satisfaction 18 4.492  0.651 0.750 
Job Performance 6 4.702  1.031 0.783 
 
 
4.6  Structural Model Validity and Reliability  
The two-stage approach Smart PLS version 3.0 was used in the present study to assess 
validity and reliability of the instrument and to test the research hypotheses. The 





convergent validity, and discriminant validity. Meanwhile, the stage 2 covers the 
significance of structural relationship in the model and hypotheses testing (Hair, Hult et 
al., 2014) which includes path coefficients estimates and R2 values. For the structural 
model, path coefficients were assessed using the standardized beta (β) and t statistics and 
the R
2
 value was used as an indicator of the overall predictive strength of the model. The 
R
2
 value is considered as weak if the value is below 0.19, moderate if the value is around 
0.33 and substantial if it above 0.67 (Henseler and Chin, 2010; Chin, 2001). Apart from 
that, PLS algorithm was performed to evaluate item weight and the t values were 
calculated using bootstrapping (Ringle, Wende and Will, 2005). A Two- tailed T test is 
considered significant when the critical values are 1.645 at (p < 0.10), 1.96 at (p < 0.05) 
and 2.576 at (p < 0.01) (Wagner, 1992). 
 
In the present study CSR perceptions, job satisfaction, organizational commitment and 
job performance are modeled as reflective measures in which the indicators of the 
constructs are caused by that constructs. After removing all poor loading items, the 
remaining items are as shown by the revised model (see figure 4.1 and 4.2). The revised 
model indicates that the constructs’ loadings are ranging from 0.396 to 0.823. However, 
some of the items are remained in the model to preserve content validity (Bollen and 
Lennox, 1991). The remaining items after deletions are shown in the Table 4.5 whereby 
CSR perceptions (ten items), job satisfaction (nine items), organisational commitment 







The Structural Model of Job Satisfaction and Organisational Commitment between CSR   












Result of Bootstrapping model for the Model of Job Satisfaction and Organisational  




























Factor 1:  TCP1 




Perceptions                 
(10 items) 
TCP2 Our company strives to lower its operating costs.     0.746 
TCP4 
Our top management establishes long-term strategies for 
our company business.  
0.793 
TCP5 
The managers of this organisation try to comply with the 
law.       
0.772 
  TCP6 
Our company seeks to comply with all laws regulating 
hiring and employee benefits.   
0.641 
  TCP8 
Internal policies of our company prevent discrimination in 
employees' compensation and promotion.        
0.740 
  TCP12 
A confidential procedure is in place for employees to 
report any misconduct at work (such as stealing or sexual 
harassment).          
0.719 
  TCP13 
Our salespersons and employees are required to provide 
full and accurate information to all customers.     
0.629 
  TCP14 
Our company supports employees who acquire additional 
education.    
0.695 
  TCP15 
Flexible company policies enable employees to better 
coordinate work and personal life.        
0.625 
        
Endogenous 
variable 
TRJS4 I consider my job rather unpleasant (R).       0.417 
TJS5 I enjoy my work more than my leisure time. 0.396 
Factor 2:  TRJS6 I am often bored with my job (R).         0.471 
Job Satisfaction                  JS7 I feel fairly well satisfied with my present job.  0.640 
 (9 items) JS9 I am satisfied with my job for the time being.     0.447 
  TJS13 Most days I am enthusiastic about my work.  0.680 
  TJS14 Each day of work seems like it will never end.    0.509 
  TJS15 I like my job better than the average worker does.    0.737 
  JS17 I find real enjoyment in my work.       0.673 








Table 4.5 (Continued) 
 
Factor 3:  TOC1 
I am willing to put in more effort than that normally 
expected in order to help this organisation be successful. 
0.774 
Organisational 
Commitment    
(8 items) 
TOC2 
I talk up this organization to my friends as a great 
organization to work for.   
0.752 
TROC3 I feel very little loyalty to this organization (R).      0.694 
  TOC4 
I would accept almost any type of job assignment in order 
to keep working for this organization.     
0.781 
  TOC5 
I find that my values and the organization’s values are 
very similar.    
0.651 
  TOC6 I am proud to tell others I am part of this organization.       0.723 
  OC8 
This organisation really inspires the very best in me in the 
way of job performance.     
0.702 
  TOC14 
For me, this is the best of all possible organizations for 
which to work.   
0.641 
        
Factor 4:  JP1 Adequately complete assigned duties.    0.724 
Job 
Performance      
 (5 items)              
JP2 
Engage in activities that will directly affect my 
performance evaluation.   
0.823 
JP3 Fulfil all responsibilities specified in my job description.      0.673 
  
JP5 Able to perform tasks as expected. 0.671 
  JP6 
Never neglect aspects of the job that I am obligated to 
perform.       
0.642 
        
 
Table 4.6 shows the results of convergent and discriminant validity analysis. AVE is the 
common measure to establish convergent validity at the construct level. AVE values that 
greater than 0.5 indicating the acceptable standard of convergent validity (Barclays 
Higgins and Thompson, 1995; Fornell and Larcker, 1981; Henseler and Chin, 2010). An 
AVE value of 0.50 or above indicates that, on average, the construct explains more than 





except job satisfaction are above 0.5, which demonstrating convergent validity. However, 
composite reliability should be higher than 0.7 to prove the convergent validity. The 
composite reliabilities of all constructs presented in Table 4.6 reveal that all fall under the 
range of satisfactory as pointed out by Nunnally and Bernstein (1994). The highest 
composite reliability was obtained at 0.911 for CSR perceptions followed by 
Organizational commitment at 0.894, job performance at 0.834 and job satisfaction at 
0.802. Hence criteria to support convergent validity seem to be satisfied. Furthermore, the 
Cronbach alpha value of each construct above 0.60 indicating that the values are at 
acceptable level. At the same time, the values of composite reliability of each construct 
are above 0.80, indicating that the instrument used in this study has high internal 
consistency (Henseler et al., 2010; Nunally and Bernstein, 1994). 
 
 
          Table 4.6 
 











CSR Perceptions 10 0.892 0.911 0.508 
Job Satisfaction 9 0.748 0.802 0.32 
Organisational 
Commitment 
8 0.868 0.894 0.513 




Table 4.7 shows the results of Collinearity Statistics. The values of variance inflation 
factor for the relationship between the independent variable (CSR perceptions, job 





performance) is less than 5.0, signifying that the data were not affected by serious 
collinearity problems (Hair, Hult, Sarstedt and Ringle, 2014). 
 
        Table 4.7 
 












 1.007   
Job Satisfaction  2.571   
Job Performance     
CSR Perceptions  2.571 1.000 1.000 
 
Meanwhile, discriminant validity of the constructs in this study was assessed using 
Henseler’s heterotrait-monotrait (HTMT) ratio. Based on the table 4.8, all constructs 
having the HTMT ratio less than the critical values of 0.90, which indicating that the 
constructs are met the validity discriminant criterion (Henseler, Ringle and Sarstedt, 
2015).  
 
        Table 4.8 
 










CSR Perceptions     
Job Performance 0.267    
Job Satisfaction 0.817 0.202   
Organisational 
Commitment 
0.102 0.446 0.125  
 
Table 4.9 presents the assessment of co-efficient of determination (R
2
) of the exogenous 
variables on the endogenous variable in this study. The R
2





is 0.001. This indicates that CSR perceptions explain 0.1% of variances in organizational 
commitment. Meanwhile, the R2 for job satisfaction is 0.609, which means CSR 
perceptions explains 60.9% of variances in job satisfaction which is substantial (Cohen, 
1988). Finally the R2 for job performance is 0.206. This suggests that CSR perceptions 









4.7  Hypotheses Results   
Table 4.9 presents the result of path co-efficient assessment using the bootstrapping 
procedure for the hypothesized relationship. Explanation regarding the hypotheses results 
for this study will be based on the revised model because the structural model has been 
revised by deleting all the non-significant paths in order to achieve a more parsimonious 
model. The relationship is significant if t value is above 2.58 and p-value less than 0.01. 
Hypothesis H1 stated that employees’ CSR perceptions have a significant relationship 
with their job performance. However the path analysis results did not support the 
relationship between CSR perceptions and job performance. The revised model shows 
that employees’ CSR perceptions is not significantly related to job performance (ß = -
0.187; t =2.550; P>0.01). Thus, hypothesis H1, CSR perceptions on job performance is 
rejected.  
 Table 4.9 
 
 co-efficient of determination (R
2
)   
Endogenous Variable R Square ( R
2
) 
Organisational Commitment 0.001 
Job Satisfaction 0.609 





Hypothesis H2 stated a significant relationship between employees’ CSR perceptions and 
job satisfaction. Path analysis of the revised model shows that CSR perceptions is 
significantly positively related to job satisfaction (ß = 0.780; t = 52.159; p<0.01). Thus, 
the results support the relationship between CSR perceptions and job satisfaction. H2 is 
therefore supported. 
 
Hypothesis H3 stated that employees’ CSR perceptions have a significant relationship 
with organisational commitment. Based on the path analysis results, employees’ CSR 
perceptions is not significantly related to organisational commitment (ß = -0.029; t = 
0.534; P>0.01).Thus, hypothesis H3 is rejected. 
 
Hypothesis H4 stated that employees’ job satisfaction has a significant relationship with 
their job performance. The results indicate that the relationship between job satisfaction 
and job performance is not significant (ß = -0.032; t = 0.437; P>0.01). In other words, the 
view that job satisfaction affects job performance is not supported and therefore H4 is 
rejected.  
 
Hypothesis H5 stated a significant relationship between employees’ organisational 
commitment and their job performance. The results demonstrate that, organisational 
commitment has a positive and direct impact on job performance. (ß = 0.396; t = 10.775; 









Path Coefficient Assessment 
H Endogenous   Exogenous 
Std 
Beta 





value     
Hypothesis 
Status 
H1 Job Performance 
 
CSR Perceptions -0.187 0.073 2.550 0.011 Rejected 
H2 Job Satisfaction 
 





CSR Perceptions -0.029 0.054 0.534 0.594 Rejected 
H4 Job Performance 
 
Job Satisfaction -0.032 0.074 0.437 0.662 Rejected 
H5 Job Performance 
 Organisational 
Commitment 
0.396 0.037 10.775 0.000 Supported 
 
 
Table 4.10 shows that, hypotheses H1, H3 and H4 are rejected due to p-value >0.01 and 
hypothesis H2 and H5 are supported at p<0.01. Meanwhile, hypothesis H6 predicted that 
job satisfaction mediates the relationship between employees’ CSR perception and job 
performance. The results show a significant relationship between CSR perceptions and 
job satisfaction (β=0.780, t = 52.159; p<0.01) and non-significant relationship between 
job satisfaction and job performance (β = -0.032; t = 0.437; p>0.01). Table 4.11, shows 
the indirect effect of job satisfaction on the relationship between CSR perceptions and job 
performance (0.780 x -0.032 = -0.025) and the direct effect of CSR perceptions on job 
performance (β = -0.187, p>0.01). Although the direct effect becomes non-significant, 
the indirect effects support the presence of mediating effect of job satisfaction between 
CSR perceptions and job performance. Thus, H6 is supported. Since the indirect effect 
and direct effect of CSR perceptions on job performance have the same sign (negative), 
thus the mediating effect of job satisfaction for this relationship is considered as 
complementary mediation (Zhao, Lynch and Chen, 2010). Complementary mediation and 





On the other hand, hypothesis H7 stated that organisational commitment mediates the 
relationship between employees’ CSR perception and job performance. In other words, 
CSR perceptions affect job performance indirectly via organisational commitment. The 
result shows a non-significant relationship between CSR perceptions and organizational 
commitment (β = -0.029, t = 0.534; p>0.01) and a positive and significant relationship 
between organizational commitment and job performance (β=0.396; t = 10.775; p<0.01). 
Table 4.11 presents the indirect effect of organisational commitment on the relationship 
between CSR perceptions and job performance (-0.029 x 0.396 = -0.0115) and the direct 
effect between CSR perceptions and job performance (β = -0.187, p>0.01). Although the 
indirect effect is less than the direct effect, organizational commitment still have a 
mediation effect between CSR perception and job performance and therefore H7 is 
supported. However the mediating effect of organizational commitment for this 
relationship is considered as complementary mediation because the effect direction of 
CSR perceptions on job performance has the same sign (negative) as that of indirect path 
(Zhao et al., 2010).  
 
Table 4.12 demonstrates mediating effects by breaking down the total effects into direct 
and indirect effects. The direct effect between CSR perceptions and job performance (β = 
-0.187, p>0.01) represent a substantial portion of the total effects -0.224 (-0.025 - 0.0115- 
0.187). Although, the indirect effects -0.037(-0.025-0.0115) of job satisfaction and 
organizational commitment represent a small portion of the total effects, they still 








Indirect Effects Interpretation 































  Table 4.12 
 
Total Effects Interpretation 




Direct          Total 



























            -0.187         
                                                                                                         
                                                                                                                            -0.037        -0.187         -0.224 
 
 
The overall results show that the hypotheses H2, H5, H6 and H7 are supported at p < 
0.01 whereas hypotheses H1, H3 and H4 are rejected at p >0.01. However, the summary 










5.1  Introduction 
The purpose of this study is to investigate job satisfaction and organisational commitment 
on the relationship between employees’ CSR perceptions and job performance, 
particularly in listed logistics companies in West Malaysia. Only a very few study has 
been conducted previously to evaluate the relationship between these variables. Hence, 
the present study is expected to fill the gap in explaining the role of job satisfaction and 
organisational commitment as mediators and see how CSR perceptions affect the job 
performance particularly in the multicultural Malaysian setting. Moreover, understanding 
the relationship between these variables can help the Malaysian business organisations to 
improve not only employees’ performance and productivity but also organizational 
performance. Therefore, it is importance for today’s logistics companies to develop and 
implement CSR strategies for the well-being of their employees and fulfilling internal 
stakeholders’ needs and expectations before addressing the needs of external stakeholders. 
In line with this, the current study reveals many interesting findings regarding the CSR 
perception and its effects on job performance as well as its relationship between job 









5.2  Summary of Findings 
 5.2.1  Relationship between CSR Perceptions and Job Performance 
Findings of this study reveal that CSR perceptions of logistics employees from listed 
logistics companies in Malaysia have a non-significant relationship with their job 
performance (β = -0.187; t =2.550; p > 0.01). The result is not statistically significant 
and therefore, hypothesis H1 regarding the relationship between CSR perceptions 
and job performance was rejected. The result of this study is inconsistent with 
previous studies. For example, finding of a study conducted by Shin et al., (2016) 
shows a non-significant but positive relationship between CSR perceptions and job 
performance (β = 0.02, p> 0.05). However, Ahmad at al., (2014), have proved that 
CSR perceptions have a significant relationship with job performance (β = 0.239, p < 
0.01). They argue that employees’ perceptions towards their company’s CSR can 
make a positive improvement in their attitudes and behaviors which can lead to 
improved job performance in term of job efficiency and job quality. Furthermore, 
employees CSR perceptions will increase employees’ loyalty, motivation, 
commitment and eventually lead to productive outcomes.  
 
When employees perceive that their company is involved in CSR activities, they feel 
proud to work for that company and satisfied with their job and also show greater 
commitment towards their job. Meaning that, employees’ perceptions towards their 
organisations’ CSR activities have an impact on their behaviors and attitudes. 
Employees’ job performance usually determined by the employees’ interests through 





organisations can lead to positive CSR perceptions and subsequently guide the 
employees’ relevant work performance. Moreover, employees’ CSR perceptions can 
be different and it depends on their position and role in the organisation. Generally 
managers are more aware of their company’s CSR practices than regular employees 
(Factor et al., 2013). Therefore identifying the nature of employees’ concerns to 
provide them with substantial organizational support can lead to positive CSR 
effects on employees’ job performance. In fact CSR from employees’ perspective is 
an indirect predictor of employees’ task performance and extra-role behavior 
(Bauman and Skitka, 2012; Shen and Benson, 2016). Hence the findings of this 
study suggest that the management of logistics companies in Malaysia should 
understand that CSR is not only linked to enhance employees’ job performance but it 
is a powerful tool to attract and retain employees. Therefore, not only logistics 
companies but also all other business organisations in Malaysia need to develop and 
implement CSR strategies along with their corporate strategies to generate a win-win 
situation. 
 
5.2.2  Relationship between CSR Perceptions and Job Satisfaction 
This study proved that CSR perceptions of logistics employees have a significant 
relationship with their job satisfaction. From the findings, hypothesis H2 is 
significant and accepted (β = 0.780; t = 52.159; p < 0.01). The finding was 
somewhat reflected in previous studies of Valentine and Fleischman (2008), Zheng 
(2010), Tziner et al. (2011) and You et al. (2013). A Similar result was also found in 





positive correlation between employees’ CSR perceptions and job satisfaction. 
Generally employees prefer to work for a socially responsible company because 
perceptions towards the CSR companies can enhance employees’ self-image and 
their job satisfaction. Moreover, company’s investment in CSR activities can lead to 
positive work attitudes (Tziner et al., 2011) because companies that implement CSR 
activities have a good reputation which eventually influences employees’ job 
satisfaction (Upham, 2006). Employees are usually proud to identify with socially 
responsible companies that have a good reputation as explained in social identity 
theory (Peterson, 2004). Hence the findings of this study have proved that logistics 
employees in Malaysia are relatively satisfied when they have good perceptions of 
their company’s CSR activities. CSR actions can also strengthen the informal 
contract between a company and its employees when the company provide favorable 
work environment to satisfy their employees. This indicates that there are 
appreciable correlations between employees’ CSR perception and job satisfaction. 
Therefore, findings of this study suggest that management of logistics companies in 
Malaysia should consider emphasizing CSR activities to fulfill social requirements 
of their employees and to improve their employees’ job attitudes. 
 
5.2.3  Relationship between CSR Perceptions and Organisational Commitment 
The results of hypothesis H3 in this study proved that logistics employees’ CSR 
perceptions was not significantly related to their organisational commitment (β = -
0.029; t = 0.534; p > 0.01). Thus, hypothesis H3 was rejected. However, this result is 





relationship between organisational commitment and CSR perceptions. He argues 
that the employees’ organisational commitment and job satisfaction levels are not 
only affected by individual factors but influenced by institutional and social factors. 
For example organisation culture, communication process within the organisation 
and human resources policies are also can influence employees’ perceptions. In other 
words, explanations of CSR perception should not only be based on individual levels 
but all other factors impacting employees’ perceptions are also need to be considered. 
However, based on social identity theory, employees’ external CSR perception has a 
positive relationship with organisational commitment (Brammer et al., 2007). In 
other words, employees’ views are determined by their social identity as a member 
of the organisation which they work for (Ashforth and Mael (1989) cited in Lee, 
Song, Lee and Bernhard (2013); Yu and Choi (2014)). 
 
Generally, employees’ organisational commitment is influenced by their perceptions 
of how they are treated and how they assess the fairness of CSR programs in their 
organisation. In line with this, most of the past studies have confirmed that 
companies that operate ethically used to treat its employees in an ethical manner. On 
the other hand, companies that operate unethically will treat their employees unfairly 
which in turn will lead to a low level of organisational commitment. It is also worth 
noting that, employees’ perceptions towards their organisation’s CSR practice can 
affect their organisational commitment and usually the effects on employees’ 
organisational commitment will be slightly stronger when they participate in CSR 





previous studies have confirmed a positive relationship between employees’ CSR 
perceptions and organizational commitment. Therefore logistics companies in 
Malaysia should consider implementing necessary policies through CSR programs 
for their employees particularly to reinforce their intentions to stay in the 
organisation.  
 
5.2.4  Relationship between Job Satisfaction and Job Performance 
How job satisfaction affects employees’ job performance has been the main area for 
many studies (Halbesleben and Bowler, 2007; Grant, 2008) and has been widely 
researched because it is one of the controversial topics in Industrial Psychology. 
Moreover, research regarding job satisfaction and job performance relationship has 
been carried out in a various organisational settings but no clear findings have been 
revealed regarding the relationship and the outcomes of these studies have also been 
mixed. Only very limited studies have supported the view that job satisfaction has a 
significant effect on job performance. If employees are satisfied with their job, in 
return they will make extra contribution and show mutual support for their 
organisation (Mackenzie, Podsakoff and Aheame, 1998; Schneider, Oppenheimer, 
Zollo and Huy, 2004). However, results of the present study reveal that the effects of 
logistics employees’ job satisfaction on their job performance is negative and not 
significant (β = -0.032; t = 0.437; P > 0.01). Since findings from the present study 
failed to support the hypothesis that stated employees’ job satisfaction has a 






Although the relationship between job satisfaction and job performance has been 
established, the topic regarding the direction of the relationship between these 
variables whether job performance affects job satisfaction or job satisfaction affects 
job performance is still under debate (Judge et al., 2001; Harrison, Newman and 
Roth, 2006; Riketta, 2008; Fried, Yitzhak, Shirom, Gilboa, and Cooper, 2008; 
Whitman, Van Rooy and Viswesvaran, 2010). There is no consensus in the 
literature regarding the causal relationship between job satisfaction and job 
performance. In addition, the studies did not provide strong and clear findings and 
rarely addressed the relationship between job satisfaction and job performance 
particularly in the context of logistics companies. 
 
5.2.5  Relationship between Organisational Commitment and Job Performance 
Since organisational commitment is an important predictor of job performance, the 
concept of organisational commitment has started to attract researchers’ attention in 
recent years. Hence, findings of this study show that the beta coefficient for 
organisational commitment is positive and significant. In other words, logistics 
employees’ organisational commitment has a significant effect on their job 
performance (β = 0.396; t = 10.775; p < 0.01). The results are in line with previous 
studies conducted by (Mathieu and Zajac, 1990; Mackenzie et al., 1998; Ketchand 
and Strawser, 2001 and Riketta, 2002; Suliman and Iles, 2002; Patulak et al., 2013; 
Hasanzadeh and Davari, 2014). They found that employees’ organisational 
commitment has a significant positive relationship with their job performance. This 





levels of job performance. In addition to that, employees are not willing to leave 
their company when they have high organisational commitment. The sense of 
psychological attachment may motivate the employees to fulfill their job 
requirement (Piercy et al., 2006). As per social exchange theory, employees who 
have high commitment level will have high involvement in their organisation to 
achieve its goals (Angle and Lawson, 1994) and therefore they have high levels of 
job performance (Meyeret al., 1993; Baugh and Roberts, 1994). In addition, 
committed employees will work harder is a common supposition that provide the 
justification for many organizations to take necessary CSR strategies to foster 
employees’ organizational commitment. 
 
5.2.6  Job Satisfaction between CSR perceptions and Job Performance 
This study not only examines the direct effect of employees’ CSR perception on 
their job performance but also identified the indirect effect through job satisfaction 
and organisational commitment. The direct and indirect effects of employees’ CSR 
perceptions on job performance shed new light on the benefits of being a CSR 
oriented company. Hence, findings of the present study show that the logistics 
employees’ job satisfaction mediates the relationship between CSR perceptions and 
job performance via complementary mediation.  
 
In line with this, a study slightly similar to the present study has been conducted by 
Shin et al. (2016) to examine the relationship between perceived CSR, 





employees in South Korea. Findings of the study revealed that perceived CSR is 
indirectly and positively related to job performance and confirmed that the mediating 
variables play an important role in determining the effect of CSR perceptions on 
employees’ job performance. The study proved that CSR perception is indirectly 
associated with job performance through organizational identification and job 
satisfaction.  
 
Job satisfaction has been recognized as an important antecedent of productivity and 
performance in an organisation. The results that job satisfaction mediates the 
employees’ CSR perceptions and job performance suggest that when employees 
perceived their organisation as socially responsible, they will be more committed to 
their jobs and organisation and willing to put in extra efforts to offer quality service 
to their customers. This will make the employees happy, satisfied and also make 
them feel sense of accomplishment in their performance. Many previous studies 
have shown that, CSR plays an important role in influencing employees’ attitudes 
and behaviors for improved job performance. Moreover, socially responsible 
organizations have a positive effect on job satisfaction and a negative effect on 
employee turnover rates. In addition, employees’ CSR perceptions not only affect 
their job satisfaction and job performance but also the overall success of the 
company. Although job satisfaction is considered an important driver of employee 
job performance, only a few studies have examined job satisfaction as a mediating 
variable between CSR perceptions and job performance. One of the possible 





performance might be mediated by some other variables. For example, Ahmad and 
his friends (2014) in their study used an overall justice perception to mediate CSR 
perception and job performance. 
 
Generally employees’ job satisfaction is influenced by environmental factors and 
personal characteristics (Ellickson and Logsdon, 2001; Judge, Piccolo, Podsakoff, 
Shaw and Rich, 2010). Some of the important factors associated with job satisfaction 
are recognition, appreciation, working conditions co-workers, nature of the job, 
organisation culture, salary, job security, personal development and promotion (Ilies, 
Wilson and Wagner, 2009; Irving and Montes, 2009; Koonmee, Singhapakdi, 
Virakul and Lee, 2010). Actually employee satisfaction levels can be measured 
using an employee satisfaction survey (Deshpande, Arekar, Sharma and Somaiya, 
2012) and through management and employee meetings (Ybema, Smulders and 
Bongers, 2010). This survey results helps the management to know how their 
employees feel about their job and identify areas that require improvement in order 
to keep them happy and at the same time improve their productivity. 
 
It is also worth noting that, only satisfied employees can provide customers with 
quality service in order to create satisfied and loyal customers. Moreover, customer 
satisfaction is very important for logistics service providers to manage their 
company’s performance and reputation. Therefore, logistics companies have the 
responsibility to develop employee satisfaction-enhancement strategy to improve 





on-the-job training, learning opportunities, flexible working hours, job rotation, 
employee health and well-being benefits, advancement opportunities, appropriate 
compensation, child care facilities, profit sharing schemes and other program 
likewise are some of the important employee benefits that may increase employees’ 
job satisfaction and influence their perceptions towards their organisation. At the 
same time, when a logistics company involved in volunteerism programs, its 
employees feel proud to work with the company and make them feel that their 
company is not only making profit but it is also paying back to the society through 
CSR initiatives. Furthermore, employees’ perceptions towards their company’s CSR 
activities will have significant effects on job satisfaction. Hence the findings of this 
study clearly indicate that all companies in Malaysia can improve their employees’ 
job satisfaction by fulfilling their emotional and social expectations through CSR 
initiatives. The managers of the companies also need to understand their roles and 
should take necessary steps and strategies to create satisfied and productive 
employees. 
 
5.2.7  Organisational Commitment between CSR Perceptions and Job   
          Performance 
The findings of the present study indicate that organisational commitment has a 
negative and non-significant effect on CSR perceptions and has a positive and 
significant effect on job performance. However the results indicate that the 
relationship between CSR perceptions and job performance is mediated by 
organisational commitment through complementary mediation. In line with this, 





related to employees’ organisational commitment and CSR can make the employees 
work with more confidence and feel proud of being part of the socially responsible 
organisation. 
 
When a company fulfills its employees’ expectations through CSR strategies, the 
employees in return will show a higher level of organizational commitment and job 
performance (Kopelman et al., 1990) cited in Zheng, (2010)). Moreover, companies 
can enhance their reputation by showing more interest in CSR activities that can 
improve not only employees’ commitment towards their organisations but also their 
job performance. Generally, highly committed employees are very loyal to their 
companies and are more dedicated to their job. They are willing to perform beyond 
their formal job description when they emotionally attached to the organization. At 
the same time, the employees are also become committed and improve their job 
performance when the organisation practices CSR activities that can enhance self-
image or sense of fairness (Azim, 2016). Since CSR practices are able to enhance 
employees’ organisational commitment, all the companies in Malaysia are expected 
to take necessary steps to improve their employees’ organisational commitment 
because highly committed employee can leads to higher levels of employee retention 
rates. 
 
5.3  Theoretical Implications  
This study is expected to be useful to academic researchers, educators and students to 





performance particularly in a developing country i.e. Malaysia. This topic also 
highlighted the CSR programs that logistics practitioner supposed to develop and 
implement to attract and retain employees. Although logistics industry is one of the 
fastest growing sectors that boost Malaysia’s economic growth (Hamid, 2016) only a 
very limited research in Malaysia discussed CSR from the context of logistics industry 
and there is hardly any research from the perspective of logistics employees in Malaysia. 
In fact, most CSR studies in Malaysia have mainly focused on CSR disclosure. Thus, the 
present study is hoped to provide a platform for further discussion on this topic or to 
widen the scope of previous CSR studies in logistics field. Furthermore, CSR application 
within logistics companies is still at an early stage and is not yet widely adopted and also 
the gap that mentioned by Carter and Jennings in 2002 is still exists in logistics literature 
(Bjorklund, 2015).  
 
Generally there was a very little attention has been given by researchers in the topic that 
related to CSR and logistics discipline (Bjorklund, 2015). In addition, most of the 
logistics literatures are emphasizing environmentally responsible logistics operations and 
environmental issues seem to be the most important aspects of CSR discussed in the 
recent articles (Kovács, 2008; Seuring and Müller, 2008; Piecyk and McKinnon, 2010; 
McKinnon and Piecyk, 2012; Bjorklund and Forslund, 2013a; Cantor et al., 2013; Lirn et 
al., 2013; Winter and Knemeyer, 2013). Environmental performance of logistics is 
usually consistent with the bottom-line impacts, which means that,’ when a firm’s 
objectives are cost minimization and profit maximization, continuous improvement 





sense’(Wu and Dunn, 1994). Governmental regulations, economic considerations and 
consumers demand for ‘green products’ also contribute to the interest in environmentally 
responsible logistics operations (Goldsby and Stank, 2000, Scholtens and Kleinsmann, 
2011, Tacken, Sanchez Rodrigues and Mason, 2014). However, recently, transport and 
logistics companies have started to implement labour related CSR practices (Turon, 
2016). Diversity in logistics employees, safety elements in transportation and 
warehousing operations, fair wages, respecting employees private and family life and 
encouraging employees development are some of the good CSR practices for employees.  
Although CSR concept has been considered an important element for logistics companies, 
unfortunately many companies in Malaysia are still having the uncertain feelings of what 
CSR means. Furthermore, the companies are more concern on lower cost and shorter lead 
time for operational effectiveness. In other words, many of these companies put more 
focus on maximizing profit in short term without integrating CSR as a business strategy 
into policies and practices.  
 
Meanwhile research regarding the effect of CSR perceptions on job performance in the 
context of logistics companies has received very little attention. Although few previous 
studies have attempted to examine the relationship between employees CSR perceptions 
and job performance, the studies have not clearly explained the relationship between CSR 
perceptions and job performance. Therefore, by identifying the mediating roles of job 
satisfaction and organizational commitment on the relationship between employees’ CSR 
perceptions and job performance, this study theoretically contributes to the CSR literature 






5.4  Managerial implications 
Business organisations in Malaysia should be aware of the importance of CSR to their 
employees, society and the organisation itself and take necessary steps to integrate the 
CSR elements into their daily business operation without any legal requirements to do so 
and without any monetary rewards from the government agencies. Actually employees 
prefer to work for an organisation that has a strong CSR image and always observing 
their company’s CSR initiatives because company’s investment in CSR projects will 
influence their attitudes and behaviors. CSR activities are important to enhance the 
company’s reputation and to attract prospective employees as well as keep the existing 
employees happy. Therefore, managers need to define and evaluate the effectiveness of 
CSR activities by communicating the details of CSR efforts clearly and consistently to 
their employees (Miles, Munilla and Darroch, 2006; Bhattacharya, Korschun and Sen, 
2008). Effective internal CSR communication is very important to create CSR awareness 
among employees and to create a positive perception of employees towards their 
organizations. Managers through CSR programs can improve their employees’ job 
performance and can make them motivated to work more efficiently. Furthermore, 
engagement in employee related CSR activities will have a positive impact on employees’ 
organisational commitment and can provide their employees with more opportunities for 
personal growth (Bhattacharya et al., 2008) and improve their self-esteem in the 
workplace. Management team therefore should develop appropriate CSR strategies to 






Besides that, managers can use CSR as a marketing instrument for gaining competitive 
advantage and to improve their business opportunities. Development of social and 
environmental programs enables a company to meet its CSR commitment and able to 
gain close relationship with community which can lead to higher market share and sales 
volume. Managers can also use their own way to communicate their company’s social 
responsibility to the public to attract more customers and to maintain good relationship 
with them.  
 
Apart from that, management team of logistics companies can consider establishing CSR 
department to implement and coordinate CSR activities across organisation. This will 
provide the employees with opportunities to participate in company's CSR activities that 
contribute to raising their commitment to be more satisfied and productive. Thus, 
organisations need to allocate adequate financial resources to implement CSR projects 
and also commitment of all levels of management is necessary to ensure successful CSR 
implementation. Nevertheless, logistics companies must be responsible for the social and 
environmental impacts resulting from their business operation and should find ways to 
integrate CSR practices into their company policies especially for employee benefits. For 
example, Turon (2016) has highlighted the good CSR related labor practices of two 
leading logistics companies in Poland, Raben Group and DB Schenker. The two 
companies were rewarded with gold leaves, prestigious award for responsible business 
(Rudzki and Palczewska, 2016). Raben Group and DB Schenker mainly emphasize good 
CSR practices for employees such as ensuring good working conditions for their 





encouraging employee participation in the organisation. Hence, their CSR strategies can 
be an example for other companies because they have proven that when a company 
fulfills the basic CSR principles, it can create a positive image that can increase the work 
quality and job satisfaction of the employees. Thus, logistics companies in Malaysia may 
adapt the CSR strategies of Raben Group and DB Schenker to fit into their company 
policies to improve their company reputation and to create more positive CSR 
perceptions among employees.  
 
Since CSR is considered an important determinant of employees’ job attitudes, logistics 
companies in Malaysia should adopt and apply selective Western CSR approaches that 
linked to local cultures. At the same time, each and every organisation should follow 
certain CSR standards into their daily operations and integrate CSR decisions into their 
corporate structure to increase employees’ performance as well as their organisational 
performance.  
 
5.5  Limitations and suggestions for future research 
This study was conducted specifically in West Malaysia and involved only 421 
respondents in which the sample is not suitable to represent the entire population in 
Malaysia. Therefore, studies in the future should incorporate respondents from all states 
in Malaysia in order to get a wider perspective on CSR issue. Nevertheless, CSR issues 
from the perspective of small and medium sized enterprises are neglected in the current 
study and therefore, researchers in the future need to conduct more studies to assess the 





study only focuses on listed companies in logistics industry. However, there may be 
difference between logistics industry and other industries particularly in how CSR 
activities are perceived. Hence, future studies are recommended to make comparison on 
CSR perceptions between employees at different industries. 
 
5.6  Conclusions 
This study has discussed job satisfaction and organizational commitment on the 
relationship between CSR perceptions and job performance of employees in listed 
logistics companies. The results obtained indicate that the direct relationship between 
CSR perceptions and job performance is not statistically significant. Likewise, the direct 
relationship between CSR perceptions and organizational commitment is also not 
statistically significant. However, CSR perceptions have a positive and significant 
relationship with job satisfaction. Notwithstanding these, job performance has a non-
significant relationship with job satisfaction and a significant relationship with 
organizational organisational commitment. The findings of this study also indicate 
the existence of a mediation effect of job satisfaction and organizational commitment 
between CSR perceptions and job performance. Somehow rather, job satisfaction and 
organizational commitment mediate the relationship between CSR perceptions and job 
performance via complementary mediation. 
 
The results of this study clearly indicate the effects of CSR practices on employees’ job 
performance, job satisfaction and organisational commitment and also the benefit of CSR 





only if employees perceived that their organizational CSR policies and practices are able 
to improve their job attitudes. When employees perceive that their organization realizing 
the importance of CSR and strives to implement socially responsible activities, their CSR 
perceptions lead to positive attitudes toward their work and ultimately resulting in better 
job performance. Thus, investing in socially responsible activities not only help improve 
a company’s financial performance but also help improve its employees’ job performance. 
Hence, management should not view CSR as a cost, because CSR can help reduce 
organisational costs by eliminating negative effects and enhancing positive effects on 
the social and environmental system. There is no doubt that through CSR, new 
commercial opportunities can be identified to serve a market. Therefore business 
organisations are being encouraged to gradually implement CSR, as it is expected will 
improve the business operational efficiency for gaining competitive advantage, whilst 
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Appendix A: Consent Cover Letter for Survey Research 
 
Survey on Job Satisfaction and Organisational Commitment on the  
Relatonship between Employees’ Corporate Social Responsibility (CSR) 





I am currently pursuing postgraduate degree, Doctorate in Business Administration at 
Universiti Utara Malaysia. In partial fulfillment of the requirements for this program, I 
am conducting a research to investigate job satisfaction and organisational commitment 
on the relationship between employees’ CSR perceptions and job performance in listed 
logistics companies in West Malaysian. All the employees except top management team 
are invited to participate in this survey. 
 
I would be very grateful if you could support my research by filling out the survey 
questionnaires. If you are able to be involved in this research, please respond to the 
attached questionnaire. It will take you less than 20 minutes to complete the survey 
questions. There is no right or wrong answers and all parts should be answered honestly. 
The survey contains questions relating to your job satisfaction, job performance, 
organisational commitment and your perceptions on your organisation’s CSR activities 
you engage in and also some personal information. Please kindly return the completed 
questionnaire to the one who sent you this questionnaire. 
 
Your views are highly valuable and your response will be anonymous. The data from this 
study shall be kept strictly confidential and shall be use solely for the purpose of 
academic research. If you need any clarification on this questionnaire, please feel free to 
contact me at 012-6046055 or email: malathi_uum@yahoo.com 
 
Thank you for your cooperation and the time you taken to participate in this survey. Wish 







Othman Yeop Abdullah 
Graduate School of Business 








Appendix B: Survey Questionnaire 
 
Survey on Job Satisfaction and Organisational Commitment on the Relationship 
between Employees’ Corporate Social Responsibility (CSR) Perceptions and Job 
Performance 
The following sections contain questions about your perceptions of CSR, job 
satisfaction, job performance and organisational commitment. Please answer all 
questions as honestly as possible. All responses will be strictly confidential. 
SECTION A     
Below is a list of statements that describing one's perceptions about his/her 
organisation. Please indicate the extent to which you agree or disagree with each of the 
following statements using the scale as follows:  
 
  1                     2                        3                      4                         5                         6               7 
    Strongly         Disagree (D)     Somewhat       Neutral (N)     Somewhat         Agree (A)    Strongly  
Disagree(SD)                            disagree (SWD)                       Agree (SWA)                       Agree (SA) 
 
Please circle your answers 
EMPLOYEES' CSR PERCEPTIONS 
 
 
1. Our company has been successful at maximizing its profits 
Syarikat kami telah Berjaya memaksimumkan keuntungannya. 
 
 1        2       3        4       5       6     7     
 
2. Our company strives to lower its operating costs 
Syarikat kami sentiasa berusaha untuk mengurangkan kos operasinya. 
 
1        2       3        4       5       6     7     
 
3. Our management closely monitors employees' productivity 
Pihak pengurusan kami sentiasa memantau produktiviti pekerja. 
 
1        2       3        4       5       6     7     
 
4. Our top management establishes long-term strategies for our company business.                                 
Pihak pengurusan kami telah menetapkan strategi jangka panjang untuk 
perniagaan syarikat. 
 







5. The managers of this organisation try to comply with the law.                                    
Pengurus syarikat ini sentiasa mematuhi undang-undang. 
 
1        2       3        4       5       6     7     
 
6. Our company seeks to comply with all laws regulating hiring and employee 
benefits.                                                                                                                                       
Syarikat kami sentiasa mematuhi semua peraturan berkaitan pengambilan 
pekerja serta pemberian faedah pekerja. 
 
1        2       3        4       5       6     7     
 
7. Our company has programs that encourage the diversity of its workforce (in terms 
of age, gender or race).                                                                                                                                        
Syarikat kami melaksanakan program-program yang menggalakkan kepelbagaian 
tenaga kerja (dari segi umur, jantina dan bangsa). 
 
1        2       3        4       5       6     7     
 
8. Internal policies of our company prevent discrimination in employees' 
compensation and promotion.                                                                                                                                                                          
Syarikat kami tidak mengamalkan diskriminasi dalam pemberian pampasan dan 
kenaikan pangkat pekerja. 
 
1        2       3        4       5       6     7     
 
9. Our company has a comprehensive code of conduct.                                                                         
Syarikat kami mempunyai kod perlakuan yang komprehensif. 
 
1        2       3        4       5       6     7     
 
10. Our company is recognized as a trustworthy company.                                                                                      
Syarikat kami telah diiktiraf sebagai sebuah syarikat yang boleh dipercayai. 
 
1        2       3        4       5       6     7     
 
11. Fairness toward co-workers and business partners is an integral part of the 
employee evaluation process in our company.                                                                                             
Layanan yang adil kepada rakan sekerja dan rakan kongsi adalah aspek yang 
penting dalam proses penilaian pekerja di syarikat kami. 
 








12. A confidential procedure is in place for employees to report any misconduct at 
work (such as stealing or sexual harassment).                                                                                      
Prosedur tatatertib telah diwujudkan bagi pekerja untuk melaporkan sebarang 
salahlaku di tempat kerja (seperti perbuatan mencuri atau gangguan seksual). 
 
1        2       3        4       5       6     7     
 
 
13. Our salespersons and employees are required to provide full and accurate 
information to all customers.                                                                                                                                         
Jurujual dan pekerja kami dikehendaki memberi maklumat yang lengkap dan 
tepat kepada semua pelanggan. 
 
1        2       3        4       5       6     7     
 
14. Our company supports employees who acquire additional education.                                 
Syarikat kami memberi bantuan kewangan kepada pekerja yang ingin 
melanjutkan pelajaran. 
 
1        2       3        4       5       6     7     
 
15. Flexible company policies enable employees to better coordinate work and 
personal life.                                                                                                                                                                             
Polisi yang fleksibel membolehkan pekerja mengimbangkan antara pekerjaan dan 
kehidupan peribadi. 
 
1        2       3        4       5       6     7     
 
16. Our company gives adequate contributions to charities.                                                           
Syarikat kami sentiasa memberi sumbangan kepada pertubuhan amal dan 
kebajikan. 
 
1        2       3        4       5       6     7     
 
17. A program is in place to reduce the amount of energy and materials wasted in our 
organisation.                                                                                                                                                                            
Suatu program telah diwujudkan untuk mengurangkan pembaziran bahan dan 
tenaga dalam syarikat. 
 
1        2       3        4       5       6     7     
 
18. Our company encourages partnership with local businesses and schools.                
Syarikat kami menggalakkan kerjasama dengan syarikat tempatan dan sekolah. 
 






SECTION B     
Below is a list of statements that describing one's perceptions about his/her job. Please 
indicate the extent to which you agree or disagree with each of the following statements 
using the scale as follows:  
  1                 2                           3                     4                         5                     6                  7 
    Strongly      Disagree (D)        Somewhat      Neutral (N)     Somewhat      Agree (A)        Strongly  




1. My job seems like a hobby to me.                                                                                                                                               
Saya menganggap pekerjaan saya sebagai hobi. 
 
1        2       3        4       5       6     7    
 
2. My job is usually interesting enough to keep me from getting bored.                                             
Kerjaya saya biasanya menyeronokan dan tidak membosankan. 
 
1        2       3        4       5       6     7    
 
3. It seems that my friends are more interested in their jobs.                              
Rakan – rakan saya lebih berminat dengan pekerjaan mereka. 
 
1        2       3        4       5       6     7    
 
4. I consider my job rather unpleasant.                                                                                                                                              
Saya menganggap pekerjaan saya agak tidak menyenangkan. 
 
1        2       3        4       5       6     7    
 
5. I enjoy my work more than my leisure time.                                                                                                                       
Saya lebih seronok memilih untuk bekerja daripada kegiatan masa lapang. 
 
1        2       3        4       5       6     7    
 
6. I am often bored with my job.                                                                                                                                               
Saya sering berasa bosan dengan pekerjaan saya. 
 
1        2       3        4       5       6     7    
 
7. I feel fairly well satisfied with my present job.                                                                                                          
Saya agak berpuashati dengan pekerjaan saya sekarang. 
 





8. Most of the time I have to force myself to go to work.                                                                       
Biasanya saya memaksa diri saya untuk ke kerja. 
 
1        2       3        4       5       6     7    
 
9. I am satisfied with my job for the time being.                                                                                                                                                                            
Buat masa ini saya berpuashati dengan kerjaya saya. 
 
1  2       3        4       5       6     7    
 
10. I feel that my job is no more interesting than others could get.                                                             
Saya mendapati bahawa pekerjaan saya tidaklah menarik seperti pekerjaaan 
orang lain. 
 
1        2       3        4       5       6     7    
 
11. I definitely dislike my work.                                                                                                                       
Saya tidak suka dengan pekerjaan saya.  
 
1        2       3        4       5       6     7    
 
12. I feel that I am happier in my work than most other people.                                                                  
Saya berasa lebih gembira semasa bekerja berbanding dengan orang lain. 
 
1        2       3        4       5       6     7    
 
13. Most days I am enthusiastic about my work.                                                                                 
Saya selalu bersemangat semasa bekerja. 
 
1        2       3        4       5       6     7    
 
14. Each day of work seems like it will never end.                                                                            
Kerja setiap hari seolah-olah seperti tidak akan berakhir. 
 
1        2       3        4       5       6     7    
 
15. I like my job better than the average worker does.                                                                           
Saya lebih menyukai kerja saya berbanding pekerja biasa. 
 
1        2       3        4       5       6     7    
 
16. My job is pretty uninteresting.                                                                                                                                           
Pekerjaan saya agak tidak menarik. 
 






17. I find real enjoyment in my work.                                                                                                                                               
Saya mendapat keseronokan sebenar dalam kerja saya. 
 
1        2       3        4       5       6     7    
 
18. I am disappointed that I ever took this job.                                                                                                                      
Saya berasa kecewa kerana saya memilih kerjaya ini. 
 
1        2       3        4       5       6     7    
 
 
SECTION C     
Below is a list of statements that pertaining one's organisational commitment. Please 
indicate the degree to which you are committed or attached to your organisation by 
using the following scale. 
  1                 2                          3                     4                         5                         6                 7 
    Strongly     Disagree (D)      Somewhat         Neutral (N)     Somewhat         Agree (A)      Strongly  
Disagree(SD)                         disagree (SWD)                        Agree (SWA)                          Agree (SA) 
 
EMPLOYEES' ORGANISATIONAL COMMITMENT 
 
 
1. I am willing to put in more effort than that normally expected in order to help this 
organization be successful.                                                                                                                       
Saya sanggup berusaha lebih gigih lagi demi kejayaan organisasi ini. 
 
1        2       3        4       5       6     7    
 
2. I talk up this organization to my friends as a great organization to work for.                                     
Saya memberitahu rakan-rakan bahawa organisasi ini adalah tempat yang paling 
sesuai untuk bekerja. 
 
1        2       3        4       5       6     7    
 
3. I feel very little loyalty to this organization.                                                                                          
Kesetiaan saya kepada organisasi ini adalah agak rendah. 
 
1        2       3        4       5       6     7    
 
4. I would accept almost any type of job assignment in order to keep working for 
this organization.                                                                                                                                                
Saya sanggup melaksanakan apa jua tugasan demi untuk terus kekal di syarikat 
ini. 
 





5. I find that my values and the organization’s values are very similar.                                             
Saya mendapati bahawa nilai-nilai peribadi saya dengan organisasi ini adalah 
selaras. 
 
1        2       3        4       5       6     7    
 
6. I am proud to tell others I am part of this organization.                                                                                                                                     
Saya berasa bangga memberitahu orang lain yang saya adalah sebahagian 
daripada organisasi ini. 
 
1        2       3        4       5       6     7    
 
7. I could just as well be working for a different organization as long as the type of 
work was similar.                                                                                                                                                            
Saya boleh bekerja di organisasi lain asalkan dapat kerja yang hampir sama. 
 
1        2       3        4       5       6     7    
 
8. This organization really inspires the very best in me in the way of job 
performance.                                                                                               
Organisasi ini benar-benar memberikan inspirasi kepada saya dalam 
meningkatkan prestasi kerjasaya. 
 
1        2       3        4       5       6     7    
 
9. It would take very little change in my present circumstances to cause me to leave 
this organization.                                                                                                                                             
Perubahan yang kecil yang menggugat kedudukkan saya boleh menyebabkan 
saya meninggalkan organisasi ini. 
 
1        2       3        4       5       6     7    
 
10. I am extremely glad that I chose this organization to work for over others I was 
considering at the time I joined.                                                                                                                               
Saya amat gembira memilih organisasi ini untuk bekerja berbanding organisasi 
lain. 
 
1        2       3        4       5       6     7    
 
11. There’s not much to be gained by sticking with this organization indefinitely.                                
Saya tidak akan mendapat sebarang faedah jika terus kekal di organisasi ini. 
 







12. Often, I find it difficult to agree with this organization’s policies on important 
matters relating to its employees.        
Sering kali saya sukar untuk bersetuju dengan polisi syarikat ini terutamanya 
berkaitan dengan pekerja. 
 
1        2       3        4       5       6     7    
 
13. I really care about the fate of this organization.                                                                                  
Saya benar-benar mengambil berat tentang perkembangan organisasi ini. 
 
1        2       3        4       5       6     7    
 
14. For me, this is the best of all possible organizations for which to work.                                       
Bagisaya, organisasi ini adalah pilihan yang terbaik untuk bekerja. 
 
1        2       3        4       5       6     7    
 
15. Deciding to work for this organization was a definite mistake on my part.                              
Keputusan saya untuk bekerja di organisasi ini adalah satu kesilapan. 
 





























SECTION D     
Below is a list of statements that describing one's job performance. Please rate your 
performance by using the following scale. 
  1                 2                            3                      4                         5                         6                7 
    Strongly   Disagree (D)         Somewhat         Neutral (N)     Somewhat         Agree (A)       Strongly  





1. Adequately complete assigned duties.                                                                                                                    
Melengkapkan tugasan yang diberikan dengan sepenuhnya. 
1        2       3        4       5       6     7    
 
2. Engage in activities that will directly affect my performance evaluation.                                     
Terlibat dalam aktiviti yang boleh memberi kesan kepada penilaian prestasi saya. 
1        2       3        4       5       6     7    
 
3. Fulfill all responsibilities specified in my job description.                                                                      
Memenuhi segala tanggungjawab yang ditetapkan dalam senarai tugas. 
 
1        2       3        4       5       6     7    
 
4. Meet all the formal performance requirements of the job.                                             
Mematuhi semua garis panduan semasa menjalankan tugas. 
1        2       3        4       5       6     7    
 
5. Able to perform tasks as expected.                                                                                                         
Boleh melaksanakan tugas seperti yang diharapkan. 
 
1        2       3        4       5       6     7    
 
6. Never neglect aspects of the job that I am obligated to perform.                                                 
Tidak pernah mengabaikan tugas yang diamanahkan kepada saya. 
 












SECTION E:  BACKGROUND INFORMATION   
(Please mark with [X] ) 
1 Gender :               
□ Male 
□ Female 
2 What is your age? 
□ < 20                     
□ 20-29  
□ 30-39 
□ 40-49 
□  > 49 
3 Your education level: 
□ Secondary 
□ Diploma 
□ Bachelor Degree 
□ Master Degree   





5 Length of service in your present organisation: 
□  < 1 year                                       
□  1-5 years 
□  6-10 years     
□  >10 years 
6 What is your total monthly income?      
□  < RM1000 
□  RM1000 - RM2000 
□  RM2001 - RM3000 
□  RM3001 - RM4000 






Thank you for your time and effort to complete this questionnaire. 












N Min Max Mean Std. Dev Variance Skewness Kurtosis 






CP1 421 1 7 4.71 1.390 1.931 -.702 .119 -.053 .237 
CP2 421 1 7 4.81 1.354 1.832 -.928 .119 .636 .237 
CP3 421 1 7 4.81 1.304 1.700 -.949 .119 1.161 .237 
CP4 421 1 7 4.63 1.381 1.906 -.787 .119 .207 .237 
CP5 421 1 7 4.81 1.536 2.361 -.735 .119 -.087 .237 
CP6 421 1 7 5.07 1.286 1.654 -.907 .119 .983 .237 
CP7 421 1 7 5.10 1.049 1.100 -.775 .119 1.564 .237 
CP8 421 1 7 5.07 1.227 1.505 -1.076 .119 1.147 .237 
CP9 421 1 7 5.15 1.124 1.264 -.747 .119 .970 .237 
CP10 421 1 7 4.19 1.634 2.670 -.098 .119 -.678 .237 
CP11 421 1 7 5.01 1.114 1.240 -.274 .119 .346 .237 
CP12 421 1 7 5.20 1.130 1.276 -.882 .119 .733 .237 
CP13 421 1 7 5.11 1.133 1.283 -.581 .119 .357 .237 
CP14 421 1 7 4.94 1.112 1.237 -.654 .119 .408 .237 
CP15 421 1 7 5.03 1.195 1.427 -.931 .119 1.189 .237 
CP16 421 1 7 4.74 1.465 2.147 -.581 .119 -.117 .237 
CP17 421 1 7 4.14 1.576 2.484 -.314 .119 -.399 .237 
CP18 421 1 7 4.65 1.439 2.071 -.702 .119 .120 .237 
JS1 421 1 7 4.50 1.539 2.370 -.464 .119 -.323 .237 
JS2 421 1 7 4.23 1.627 2.648 -.212 .119 -.564 .237 
RJS3 421 1 7 4.52 1.542 2.379 -.252 .119 -.557 .237 
RJS4 421 1 7 4.40 1.432 2.049 -.456 .119 .019 .237 
JS5 421 1 7 4.33 1.284 1.649 -.400 .119 .159 .237 
RJS6 421 1 7 4.53 1.453 2.112 -.464 .119 -.057 .237 
JS7 421 1 7 4.63 1.274 1.624 -.186 .119 -.306 .237 
RJS8 421 1 7 4.12 1.670 2.789 -.135 .119 -.779 .237 
JS9 421 1 7 4.54 1.426 2.035 -.205 .119 -.423 .237 
RJS10 421 1 7 4.71 1.558 2.426 -.497 .119 -.192 .237 
RJS11 421 1 7 4.58 1.509 2.277 -.265 .119 -.442 .237 
JS12 421 1 7 4.36 1.447 2.092 -.250 .119 -.378 .237 
JS13 421 1 7 5.20 1.254 1.572 -1.104 .119 1.557 .237 
RJS14 421 1 7 4.75 1.496 2.238 -.692 .119 .093 .237 
JS15 421 1 7 4.74 1.455 2.118 -.814 .119 .183 .237 
RJS16 421 1 7 4.13 1.698 2.884 -.143 .119 -.770 .237 
JS17 421 1 7 4.30 1.396 1.948 -.055 .119 -.673 .237 
RJS18 421 1 7 4.29 1.679 2.821 -.212 .119 -.685 .237 
OC1 421 1 7 4.58 1.471 2.163 -.529 .119 -.223 .237 
OC2 421 1 7 4.65 1.354 1.833 -.493 .119 -.060 .237 
ROC3 421 1 7 4.94 1.487 2.213 -.670 .119 .146 .237 
OC4 421 1 7 4.73 1.384 1.915 -.517 .119 .023 .237 
OC5 421 1 7 4.64 1.457 2.122 -.563 .119 -.030 .237 
OC6 421 1 7 4.67 1.481 2.192 -.511 .119 -.315 .237 








Table 4.2 (Continued) 
 
OC8 421 1 7 4.65 1.321 1.746 -.182 .119 -.346 .237 
ROC9 421 1 7 4.08 1.759 3.095 -.093 .119 -.823 .237 
ROC11 421 1 7 4.24 1.569 2.461 -.267 .119 -.633 .237 
ROC12 421 1 7 4.35 1.589 2.524 -.282 .119 -.517 .237 
OC13 421 1 7 4.11 1.662 2.761 -.166 .119 -.849 .237 
OC14 421 1 7 4.53 1.547 2.392 -.429 .119 -.549 .237 
ROC15 421 1 7 4.32 1.684 2.837 -.287 .119 -.713 .237 
JP1 421 1 7 4.68 1.496 2.238 -.413 .119 -.452 .237 
JP2 421 1 7 4.86 1.346 1.813 -.409 .119 -.071 .237 
JP3 421 1 7 4.79 1.474 2.173 -.541 .119 -.204 .237 
JP4 421 1 7 4.67 1.492 2.226 -.355 .119 -.379 .237 
JP5 421 1 7 4.64 1.595 2.545 -.464 .119 -.528 .237 
JP6 421 1 7 4.58 1.517 2.301 -.284 .119 -.438 .237 
Valid N 
(listwise) 





















Appendix D: Factor Analysis 
 
 Factor 
 1 2 3 4 5 6 
TCP8 .691      
TCP12 .678      
TCP15 .670      
TCP14 .665      
TCP13 .661      
TJS13 .630      
TCP7 .579      
TRJS14 .551      
TCP6 .549      
TOC6  .763     
TOC14  .723     
TOC5  .683     
OC8  .674     
TOC4  .657     
TOC1  .611     
OC13  .594     
TOC2  .586     
TROC3  .546     
TJS15   .706    
TCP1   .706    
TCP5   .691    
TCP4   .645    
TCP2   .642    
JP5    .694   
JP4    .653   
JP6    .608   
JP2    .591   
JP3    .513   
JP1    .487   
TJS5     .605  
JS12     .581  
RJS11     .563  
JS7     .546  
JS9     .512  
JS2     .479  
TRJS6     .472  
TRJS4     .446  
Extraction Method: Principal Axis Factoring. 
Rotation Method: Varimax with Kaiser Normalization. 
 
a. Rotation converged in 6 iterations.    
